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6.7

6.8

6.9

Overtime-Eligible Rest Periods

The Employer and the Union agree to rest periods that vary from and supersede the
rest periods required by WAC 296-126-092. Employees shall be allowed rest
periods of fifteen (15) minutes for each one-half (¥2) shift of three (3) or more hours
worked at or near the middle of each one-half (%2) shift of three (3) or more hours.
Rest periods do not require relief from duty. Where the nature of the work allows
employees to take intermittent rest periods equivalent to fifteen (15) minutes for
each one-half (%) shift, scheduled rest periods are not required. Rest periods may
not be used for late arrival or early departure from work, and rest and meal periods
shall not be combined.

Positive Time Reporting
Employees will accurately report time worked in accordance with a positive time
reporting process as determined by each agency.

Overtime-Exempt Employees

Overtime-exempt employees are not covered by federal or state overtime laws.
Compensation is based on the premise that overtime-exempt employees are
expected to work as many hours as necessary to provide the public services for
which they were hired. These employees are accountable for their work product
and for meeting the objectives of the agency for which they work. The Employer’s
policy for all overtime-exempt employees is as follows:

A. The Employer determines the products, services and standards which must
be met by overtime-exempt employees.

B. Overtime-exempt employees are expected to work as many hours as
necessary to accomplish their assignments or fulfill their responsibilities
and must respond to directions from management to complete work
assignments by specific deadlines. Overtime-exempt employees may be
required to work specific hours to provide services when deemed necessary
by the Employer. Such employees will not be required to use vacation leave
or exchange time for occasional, infrequent flexing of two (2) hours or less,
provided that the employee abides by agency policies regarding the use of
sick leave and vacation leave.

C. The salary paid to overtime-exempt employees is full compensation for all
hours worked.

D. Employees will consult with their supervisors to adjust their work hours to
accommodate the appropriate balance between extended work time and
offsetting time off. Where such flexibility does not occur or does not
achieve the appropriate balance, and with Appointing Authority or designee
approval, overtime-exempt employees will accrue exchange time for
extraordinary or excessive hours worked. Exchange time may be accrued at
straight time to a maximum of eighty (80) hours. For a Department of
Revenue employee whose job causes them to accrue exchange time due to
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a legislative session, the maximum accrual is one hundred ten (110) hours.
Exchange time can be used in lieu of sick leave and vacation leave.
Exchange time has no cash value and cannot be transferred between
agencies. When an employee accrues forty (40) hours of exchange time, the
employee and the Employer will develop a plan within sixty (60) days for
the employee to use the accrued exchange time. For an employee whose job
causes them to accrue exchange time due to a legislative session, the
Employer and the employee will develop a plan for the use of exchange
time accrued during a legislative session at the end of the session.

E. At employee request and with Employer approval, alternate work schedules
(including both flexible and compressed work schedules) may be
established, subject to business and customer service needs. Requests for
alternate schedules will not be arbitrarily denied. Employees are responsible
for keeping management apprised of their schedules and their whereabouts.

F. Overtime-exempt employees whose employer requires them to work on a
holiday will be paid at an additional rate of one and one-half (1%) times the
employee’s salary for the time worked.

ARTICLE 7
OVERTIME

7.1  Definitions
A Overtime:
Overtime is defined as time that an overtime-eligible employee:

1. Works in excess of forty (40) hours per workweek (excluding law
enforcement employees);

2. Works on a holiday;

3. Works in excess of one-hundred sixty (160) hours in a twenty-eight
(28) day period and the employee is a law enforcement employee
not receiving assignment pay for an extended work period; or

4. Works while on fire duty as specifically defined in Article 41,
Compensation.

B. Overtime Rate:
In accordance with the applicable wage and hour laws, the overtime rate
will be one and one-half (1%2) of an employee’s regular rate of pay. The
regular rate of pay will not include any allowable exclusions.

C. Work:
The definition of work for overtime purposes only, includes:
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7.2

7.3

All hours actually spent performing the duties assigned;
Holidays;

Sick leave;

Vacation leave;

Compensatory time; or

Any other paid time not listed below.

oakrwdE

Work does not include:

1. Shared leave;

2. Leave without pay;
3.
4,

Additional compensation for time worked on a holiday; or
Time compensated as standby, call-back, or any other penalty pay.

Overtime-Eligibility and Compensation
Employees are eligible for overtime compensation under the following
circumstances:

A

Overtime-eligible employees who have prior approval and work more than
forty (40) hours in a workweek shall be compensated at the overtime rate.
An employee whose workweek is less than forty (40) hours will be paid at
their regular rate of pay for all work performed up to forty (40) hours in a
workweek and paid at the overtime rate for authorized work of more than
forty (40) hours in a workweek.

A part-time overtime-eligible shift employee will be paid at their regular
rate of pay for all work performed up to forty (40) hours in a workweek and
paid at the overtime rate for authorized work of more than forty (40) hours
in a workweek.

Overtime-eligible law enforcement employees, not receiving assignment
pay for an extended work period, who have prior approval and work more
than one-hundred sixty (160) hours in a twenty-eight (28) day period shall
be compensated at the overtime rate.

General Provisions

A

The Employer will determine whether work will be performed on regular
work time or overtime, the number, the skills and abilities of the employees
required to perform the work, and the duration of the work. The Employer
will first attempt to meet its overtime requirements on a voluntary basis with
qualified employees who are on duty. In the event there are not enough
employees volunteering to work, the supervisor may require employees to
work overtime.

If an employee was not offered overtime for which they were qualified, the
employee will be offered the next available overtime opportunity for which
they are qualified. Under no circumstances shall an employee be
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compensated for overtime that was not worked. There will be no
pyramiding of overtime.

7.4  Compensatory Time for Overtime-Eligible Employees

A

Compensatory Time Eligibility

At the employee’s request and with the agency’s approval, compensatory
time off may be earned in lieu of cash. Compensatory time must be granted
at the rate of one and one-half (1%2) hours of compensatory time for each
hour of overtime worked.

Maximum Compensatory Time

Employees may accumulate no more than two hundred forty (240) hours of
compensatory time, or four hundred eighty (480) hours for law enforcement
employees or employees engaged in public safety or emergency response
activities.

Compensatory Time Use

Employees must use compensatory time prior to using vacation leave,
unless this would result in the loss of their vacation leave or the employee
is using vacation leave for Domestic Violence Leave. Compensatory time
must be used and scheduled in the same manner as vacation leave, as in
Article 11, Vacation Leave. The employee may use compensatory time for
leave as required by the Domestic Violence Leave Act, RCW 49.76. The
Employer may schedule an employee to use their accrued compensatory
time with seven (7) calendar days’ notice.

Compensatory Time Cash Out

All compensatory time must be used by June 30th of each year. If
compensatory time balances are not scheduled to be used by the employee
by April of each year, the supervisor shall contact the employee to review
their schedule. The employee’s compensatory time balance will be cashed
out every June 30th or when the employee:

1. Leaves state service for any reason;
2. Transfers to a position in their agency with different funding
sources; or
3. Transfers to another state agency.
ARTICLE 8
TRAINING

8.1  The Employer and the Union recognize the value and benefit of education and
training designed to enhance employee development. The Employer will provide
training in accordance with agency policies and available resources.
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8.2

8.3

8.4

8.5

Attendance at agency-required training will be considered time worked including
travel. Travel time to attend agency required training will be compensated in
accordance with the State Administrative and Accounting Manual (SAAM).

The agency training and development plan must state the Employer’s policies and
objectives for employee training and development, and such policies must address,
at a minimum, the following:

A.

mom

r o

J.

Identification of the person responsible for employee training and
development;

Criteria for employee eligibility;

Criteria for determining employees’ work status while participating in
training and development activities;

Criteria for education leave;

Tuition reimbursement or fee waiver policy;

Mandated training in accordance with state and federal regulations;
Entry-level management/supervisory training;

Assessment of employee training and development needs;
Evaluation of the training and development programs; and

Assignments for career development in accordance with WAC 357-34-050.

The Employer will provide appropriate training on supervision/incarcerated
individuals relations for employees whose duty involves interacting with
incarcerated individuals.

Master Agreement Training

A

The Employer and the Union agree that training for managers, supervisors
and shop stewards responsible for the day-to-day administration of this
Agreement is important. The Union will provide training on this Agreement
to shop stewards, and the Employer will provide training to managers and
supervisors.

The Union will present the training to Union shop stewards within each
bargaining unit. The training will last no longer than eight (8) hours. The
training will be considered time worked for those Union shop stewards who
attend the training during their scheduled work shift. Union shop stewards
who attend the training during their non-work hours will not be
compensated. The parties will agree on the date, time, number and names

WPEA GG 2021-2023
19









2. When a holiday falls on an employee's regularly scheduled day off,
the agency will decide whether it will be observed on the employee’s
workday before or after the holiday.

3. An employee may request an alternate day off as their holiday as
long as the requested day off falls within the same pay period as the
holiday. The Employer may approve or deny the request.

For employees working a night shift schedule which begins on one (1)
calendar day and ends on the next, the holiday shall be determined by the
agency to commence either at the start of the scheduled night shift that
begins on the calendar holiday, or at the start of the shift that precedes the
calendar holiday.

The decision will be the same for all employees in a facility unless there is
agreement to do otherwise between the agency and one (1) or more affected
employees, or with the Union, which will constitute agreement of the
employees.

Part-time employees who are employed before and after the holiday will be
compensated in cash for the holiday in an amount proportionate to the time
in pay status during the month to that required for full-time employment.

Full-time employees who are employed before the holiday and are in pay
status for eighty (80) non-overtime or non-standby hours during the month,
not counting the holiday, or are in pay status for the entire work shift
preceding the holiday, will receive compensation for the holiday.
Employees who resign or are dismissed or separated before a holiday will
not be compensated for holidays occurring after the effective date of
resignation, dismissal or separation.

10.3 Personal Holiday

A

B.

Each employee may select one (1) personal holiday each calendar year,
under the following conditions:

1. The employee has been or is scheduled to be continuously employed
by the state for more than four (4) months;

2. The employee has given not less than fourteen (14) calendar days’
notice to the supervisor; provided, however, the employee and the
supervisor may agree upon an earlier date; and

3. The number of employees selecting a particular day off allows an
agency to continue its work efficiently.

Entitlement to the holiday will not lapse when denied under Subsection A.3,
above.
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11.6

11.7

11.8

11.9

11.10

approved leave will not be cancelled in order to grant leave to a senior
employee.

F. For the Communications Officer 3 bargaining unit only, vacations may be
bid on the basis of first choice and length of time in their current job
classification, then second choice and length of time in their current job
classification. Ties will be broken in accordance with Article 34
Section 34.1 (C).

Family Care
Employees may use vacation leave for care of family members as required by the
Family Care Act, WAC 296-130.

Military Family Leave
Employees may use vacation leave as required by the Military Family Leave Act,
RCW 49.77 and in accordance with Article 18, Section 18.12.

Domestic Violence Leave
Employees may use vacation leave for leave as required by the Domestic Violence
Leave Act, RCW 49.76.

Vacation Leave Maximum

Employees may accumulate maximum vacation balances not to exceed two-
hundred forty (240) hours. However, there are two (2) exceptions that allow
vacation leave to accumulate above the maximum:

A If an employee’s request for vacation leave is denied by the Employer and
the employee is close to the vacation leave maximum, an employee’s
vacation leave maximum will be extended for each month that the Employer
must defer the employee’s request for vacation leave.

B. An employee may also accumulate vacation leave days in excess of two
hundred forty (240) hours as long as the employee uses the excess balance
prior to their anniversary date. Any leave in excess of the maximum that is
not deferred in advance of its accrual as described above, will be lost on the
employee’s anniversary date.

Separation
Any employee who has been employed for at least six (6) continuous months will
be entitled to payment for vacation leave credits when they:

A. Resign with adequate notice;
B Retire;

C. Are laid-off; or

D

Are terminated by the Employer.
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11.11

121

12.2

In addition, the estate of a deceased employee will be entitled to payment for
vacation leave credits.

This Article does not apply to the bargaining units at the Washington Center for
Deaf and Hard of Hearing Youth and the Washington State School for the Blind.

ARTICLE 12
SICK LEAVE

Sick Leave Accrual

A full-time employee will accrue eight (8) hours of sick leave after they have been
in pay status for eighty (80) non-overtime hours in a calendar month. A full-time
employee in an overtime-eligible position who is in pay status for less than eighty
(80) non-overtime hours in a calendar month and part-time employees will accrue
sick leave in an amount proportionate to the number of hours the part-time
employee is in pay status in the month.

Sick Leave Use
Sick leave will be charged in one-tenth (1/10th) of an hour increments and may be
used for the following reasons:

A. A personal illness, injury or medical disability that prevents the employee
from performing their job, or personal medical or dental appointments and
for reasons allowed under the Minimum Wage Requirements and Labor
Standards, RCW 49.46.210.

B. Care of family members as required by the Family Care Act, WAC 296-130
and to provide care for family members as allowed under RCW 49.46.210.

C. Qualifying absences for Family and Medical Leave (Article 15).

D. Exposure of the employee to contagious disease when attendance at work
would jeopardize the health of others.

E. Preventative health care appointments of household members, up to one (1)
day for each occurrence, when the employee attends the appointment, if
arranged in advance with the Employer.

F. IlIness of or household members, up to five (5) days for each occurrence or
as extended by the Employer.

G. A death of a relative in cases where the employee is not eligible for
bereavement leave under Article 17, or when the employee elects to extend
authorized bereavement leave. Sick leave use for bereavement is limited to
three (3) days or as extended by the agency for travel. The Employer may
require verification.
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Leave for Military Family Leave as required by RCW 49.77 and in
accordance with Article 18, Section 18.12.

Leave for Domestic Violence Leave as required by RCW 49.76.

In accordance with RCW 49.46.210, when an employee’s place of business
has been closed by order of a public official for any health-related reason,
or when an employee’s child’s school or place of care has been closed for
such a reason. Health-related reason, as defined in WAC 296-128-600 (8),
means a serious public health concern that could result in bodily injury or
exposure to an infectious agent, biological toxin, or hazardous material.
Health-related reason does not include closure for inclement weather.

Family, Relative and Household Member Defined:
1. Family member is defined as a:

a. Child, including biological, adopted, or foster child,
stepchild, or for whom the employee stands in loco parentis,
is a legal guardian or is de facto parent, regardless of age or
dependency status;

b. Biological, adoptive, de facto, or foster parent, stepparent, or
legal guardian of an employee or the employee’s spouse or
registered domestic partner, or a person who stood in loco
parentis when the employee was a minor child;

C. Spouse;

d. Registered domestic partner as defined by RCW 26.60;
e. Grandparent;

f. Grandchild; or

g. Sibling

2. Relative is defined as an aunt, uncle, niece, nephew, sibling-in-law,
first cousin, and corresponding relatives of the employee’s spouse
or domestic partner.

3. Household member is defined as persons who reside in the same
home who have reciprocal duties to and do provide financial support
for one another. This term does not include persons sharing the same
house when the living style is primarily that of a dormitory or
commune.
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12.3

12.4

12.5

12.6

Use of Compensatory Time, Exchange Time, Personal Holiday, or Vacation
Leave for Sick Leave Purposes

The Employer will allow an employee to use compensatory time, exchange time,
personal holiday, or vacation leave for sick leave purposes in the same manner as
the use of accrued sick leave. An employee may be denied the ability to use
compensatory time, exchange time, personal holiday, or vacation leave for sick
leave purposes if the employee has documented attendance problems. All
compensatory time, exchange time, personal holiday, or vacation leave requests for
sick leave purposes will indicate that the compensatory time, exchange time,
personal holiday, or vacation leave is being requested in lieu of sick leave. For full-
time employees, a personal holiday must be used in full shift increments. For part-
time employees, the use of a personal holiday for sick leave purposes will be
calculated in accordance with Article 10, Section 10.3 D.

Restoration of Vacation Leave

When a condition listed in Subsection 12.2 A, above, arises while the employee is
on vacation leave, the employee will be granted accrued sick leave, in lieu of the
approved vacation leave, provided that the employee requests such leave within
fourteen (14) calendar days of their return to work. The equivalent amount of
vacation leave will be restored.

Sick Leave Reporting Certification and Verification

An employee must promptly notify their supervisor on the first day of sick leave
and each day after, unless there is mutual agreement to do otherwise. Upon
returning to work, the employee shall report the general reason per Section 12.2 for
the sick leave. A medical certificate may be required when there is cause to suspect
sick leave abuse; to assist agencies in protecting the employee from returning to
work too soon following an illness or injury; or to protect fellow employees or
clients from contagious illness. The Employer will not require continuous medical
verification for longer than seven (7) months as a result of the suspected abuse. A
medical certificate must be required if the reason was personal illness and the
absence continued for more than ten (10) continuous working days. For employees
in overtime-eligible positions, medical certification or verification that is required
when there is cause to suspect sick leave abuse will be in accordance with
RCW 49.46.210 and this Agreement. Medical certification and/or medical
verification will be provided to the Human Resources Department.

Sick Leave Annual Cash Out
Each January, employees are eligible to receive cash on a one (1) hour for four (4)
hours basis for ninety-six (96) hours or less of their accrued sick leave, if:

A. Their sick leave balance at the end of the previous calendar year exceeds
four-hundred and eighty (480) hours;

B. The converted sick leave hours do not reduce their previous calendar year
sick leave balance below four-hundred and eighty (480) hours; and
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12.7

12.8

131

C. They notify their payroll office by January 31st that they would like to
convert their sick leave hours earned during the previous calendar year,
minus any sick leave hours used during the previous year, to cash.

All converted hours will be deducted from the employee’s sick leave balance.

Sick Leave Separation Cash Out

At the time of death, an eligible employee’s estate will receive compensation for
their total sick leave balance on a one (1) hour for four (4) hours basis. At the time
of retirement from state service, an eligible employee will receive compensation
for their sick leave balance on a one (1) hour for four (4) hours basis, which will be
forwarded to their Voluntary Employee Beneficiary Association. For the purposes
of this Section, retirement will not include “vested out of service” employees who
leave funds on deposit with the retirement system.

Reemployment
Former state employees who are re-employed within five (5) years of leaving state
service will be granted all unused sick leave credits they had at separation.

ARTICLE 13
SHARED LEAVE

Shared Leave

A. The purpose of the state leave sharing program is to permit state employees
to donate vacation leave, sick leave, or personal holidays to a fellow state
employee who is:

1. Called to service in the uniformed services;

2. Responding to a state of emergency anywhere within the United
States declared by the federal or any state government:

3. A victim of domestic violence, sexual assault or stalking;

4. Suffering from or has a relative or household member suffering from
an extraordinary or severe illness, injury, impairment, or physical or
mental condition; or

5. Sick or temporarily disabled because of pregnancy disability or for
the purpose of parental leave to bond with the employee’s newborn,
adoptive or foster child.

B. For purposes of the Washington state leave sharing program, the following
definitions apply:

1. “Domestic violence”, per RCW 41.04.655(1), means any of the
following acts committed by one family or household member
against another or by one intimate partner against another, as those
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10.

terms are defined in RCW 26.50.010: physical harm, bodily injury,
assault, or the infliction of fear of imminent physical harm, bodily
injury, or assault; sexual assault; or stalking as defined in RCW
9A.46.110.

"Employee™ means any employee who is entitled to accrue sick
leave or vacation leave and for whom accurate leave records are
maintained.

Employee’s "relative" normally shall be limited to the employee’s
spouse or state registered domestic partner as defined by
RCW 26.60.020 and 26.60.030, child, stepchild, grandchild, sibling,
grandparent, parent or stepparent.

"Household members" is defined as persons who reside in the same
home who have reciprocal duties to and/or do provide financial
support for one another. This term shall include foster children and
legal wards even if they do not live in the household. The term does
not include persons sharing the same general house when the living
style is primarily that of a dormitory or commune.

"Severe" or ‘“extraordinary"” condition as defined in
WAC 357-31-395.

“Sexual assault” has the same meaning as in RCW 70.125.030.

“Stalking” has the same meaning as in RCW 9A.46.110.

"Service in the uniformed services” means the performance of duty
on a voluntary or involuntary basis in a uniformed service under
competent authority and includes active duty, active duty for
training, initial active duty for training, inactive duty training, full-
time national guard duty including state-ordered active duty, and a
period for which a person is absent from a position of employment
for the purpose of an examination to determine the fitness of the
person to perform any such duty.

"Uniformed services" means the armed forces, the army national
guard, and the air national guard of any state, territory,
commonwealth, possession, or district when engaged in active duty
for training, inactive duty training, full-time national guard duty,
state active duty, the commissioned corps of the public health
service, the Coast Guard, and any other category of persons
designated by the President of the United States in time of war or
national emergency.

“Victim” means a person that domestic violence, sexual assault, or
stalking has been committed against as defined in this Acrticle.
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11.

12.

“Parental Leave” means leave to bond and care for a newborn child
after birth or to bond and care for a child after placement for
adoption or foster care. Parental leave must be used within the
sixteen (16) weeks immediately after the birth or placement, unless
the birth parent suffers from a pregnancy disability. When the birth
parent suffers from a pregnancy disability, the period of sixteen (16)
weeks for parental leave begins immediately after the pregnancy
disability has ended, provided the parental leave is used within the
first year of the child’s life.

“Pregnancy disability” means a pregnancy-related medical
condition or miscarriage.

13.2 Shared Leave Receipt

The Employer may permit an employee to receive shared leave if the
Agency Head or designee determines that the employee meets the following
criteria:

A

1.

Suffers from, or has a relative or household member suffering from,
an illness, injury, impairment, or physical or mental condition which
is of an extraordinary or severe nature;

Has been called to service in the uniformed services;

Has the needed skills to assist in responding to an emergency or its
aftermath and volunteers their services to either a governmental
agency or to a nonprofit organization engaged in humanitarian relief
in the devastated area, and the governmental agency or nonprofit
organization accepts the employee’s offer of volunteer services;

Is a victim of domestic violence, sexual assault or stalking;
Is sick or temporarily disabled because of pregnancy disability; or

For the purpose of parental leave to bond with the employee’s
newborn, adoptive or foster child.

The illness, injury, impairment, condition, call to service, emergency
volunteer service or consequence of domestic violence, sexual assault,
stalking has caused, or is likely to cause, the employee to:

1.

2.

Go on leave without pay status; or

Terminate state employment.

The employee has depleted or is within forty (40) hours of depleting their:
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Vacation leave, sick leave and personal holiday reserves if the
employee qualifies on Subsection A.1 of this Section - the employee
is not required to deplete all of their accrued vacation leave and sick
leave and can maintain up to forty (40) hours of accrued vacation
leave and up to forty (40) hours of accrued sick leave, but the
employee must deplete their personal holiday;

Vacation leave and paid military leave allowed under
RCW 38.40.060, if the employee qualifies under Subsection A.2 of
this Section — the employee is not required to deplete all of their
accrued vacation leave and paid military leave allowed under
RCW 38.40.060 and can maintain up to forty (40) hours of accrued
vacation leave and up to forty (40) hours of paid military leave;

Vacation leave and personal holiday if the employee qualifies under
Subsections A.3 or A.4 — the employee is not required to deplete all
of their accrued vacation leave and can maintain up to forty (40)
hours of accrued vacation leave, but the employee must deplete their
personal holiday; or

Vacation leave, sick leave, personal holiday and compensatory time
if the employee qualifies under Subsection A5 or A.6 — the
employee is not required to deplete all of their accrued vacation and
accrued sick leave and can maintain up to forty (40) hours of accrued
vacation leave and up to forty (40) hours of accrued sick leave, but
the employee must deplete their personal holiday and compensatory
time.

The employee has abided by the Employer’s rules regarding:

1.

Sick leave use if the employee qualifies under Subsections A.1, A.4,
A.5 and A.6 of this Section; or

Vacation leave and military leave if the employee qualifies under
Subsection A.2 of this Section.

The Agency Head or designee will also take into consideration budgetary
impact in determining whether to approve shared leave or limit the amount
of shared leave to be donated.

An employee receiving industrial insurance replacement benefits may not
receive greater than twenty-five percent (25%) of their base salary from the
receipt of shared leave.

Shared leave may be used intermittently or on nonconsecutive days, so long
as the leave has not been returned under Section 13.5 B.
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13.3 Shared Leave Use

A The Employer will determine the amount of leave, if any, which an
employee may receive. However, an employee will not receive more than
five hundred twenty-two (522) days of shared leave during total state
employment, except that the Employer may authorize leave in excess of five
hundred twenty-two (522) days in extraordinary circumstances for an
employee qualifying for the program because they are suffering from an
illness, injury, impairment or physical or mental condition which is of an
extraordinary or severe nature. A non-permanent employee who is eligible
to use accrued leave or personal holiday may not use shared leave beyond
the termination date specified in the non-permanent employee’s
appointment letter.

B. The Employer will require the employee to submit, prior to approval or
disapproval:
1. A medical certificate from a licensed physician or health care

practitioner verifying the employee’s required absence, the
description of the medical problem, and the expected date of return-
to-work status for shared leave under Subsection 13.2 A.1 and A.5;

2. A copy of the military orders verifying the employee’s required
absence for shared leave under Subsection 13.2 A.2;

3. Proof of acceptance of an employee’s offer to volunteer for either a
governmental agency or a nonprofit organization during a declared
state of emergency for shared leave under Subsection 13.2 A.3;

4, Verification of the employee’s status as a victim of domestic
violence, sexual assault or stalking for shared leave under
Subsection 13.2 A.4; or

5. Verification of birth or placement for adoption or foster care of a
child for shared leave under Subsection 13.2 A.6.

C. To the extent allowed by law, the Employer will maintain the confidentiality
of the verifying information unless disclosure is authorized in writing by the
employee. Within ten (10) working days, the Employer will acknowledge
receipt or request additional information. Response will be in writing.

13.4 Leave Donation
An employee may donate vacation leave, sick leave, or personal holiday to another
employee only under the following conditions:

A. The Employer approves the employee’s request to donate a specified
amount of vacation leave to an employee authorized to receive shared leave;
and
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1. The full-time employee’s request to donate leave will not cause their
vacation leave balance to fall below eighty (80) hours. For part-time
employees, requirements for vacation leave balances will be
prorated; and

2. Employees may donate excess vacation leave that they would not be
able to take due to an approaching anniversary date.

The Employer approves the employee’s request to donate a specified
amount of sick leave to an employee authorized to receive shared leave. The
employee’s request to donate leave will not cause their sick leave balance
to fall below one-hundred seventy-six (176) hours after the transfer.

The Employer approves the employee’s request to donate all or part of their
personal holiday to an employee authorized to receive shared leave.

1. That portion of a personal holiday that is accrued, donated as shared
leave, and then returned during the same calendar year to the
donating employee, may be taken by the donating employee.

2. An employee will be allowed to split the personal holiday when
donating a portion of the personal holiday to the shared leave
program.

13.5 Shared Leave Administration

A

The receiving employee shall be paid their regular rate of pay; therefore,
one (1) hour of shared leave may cover more or less than one (1) hour of
the recipient’s salary. The calculation of the recipient’s leave value shall be
in accordance with Office of Financial Management policies, regulations
and procedures. The dollar value of the leave is converted from the donor
to the recipient. The leave received will be coded as shared leave and be
maintained separately from all other leave balances.

Any shared leave that is no longer needed or will not be needed at a future
time in connection with the original injury or illness or for any other
qualifying condition by the recipient, as determined by the Agency Head or
designee shall be returned to the donor(s).

Unused leave in connection with an illness or injury may not be returned
until one of the following occurs:

1. The Employer obtains a statement from the receiving employee’s
doctor verifying the illness or injury is resolved; or

2. The employee is released to full-time employment; has not received
additional medical treatment for their current condition or any other
qualifying condition for at least six (6) months; and the employee’s
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14.2

doctor has declined, in writing, the employee’s request for a
statement indicating the employee’s condition has been resolved.

D. The shared leave remaining will be divided among the donors on a prorated
basis based on the original donated value and returned at its original donor
value and reinstated to each donor’s appropriate leave balance. The return
shall be prorated back based on the donor’s original donation.

E. If an employee later has a need to use shared leave due to the same condition
listed in their previously approved request, the Agency Head or designee
must approve a new shared leave request for the employee.

F. All donated leave must be given voluntarily. No employee shall be coerced,
threatened, intimidated, or financially induced into donating leave for
purposes of this program.

G. Agencies shall maintain records which contain sufficient information to
provide for legislative review.

H. An employee who uses leave that is transferred under this Section will not
be required to repay the value of the leave they used.

l. See the leave depletion provision in Subsection 13.2 C.

J. Donated leave may be transferred from employees within the same agency,
or with the approval of the heads or designees of both of the state agencies,
higher education institutions, or school districts/education service districts,
to an employee of another state agency, higher education institution, or
school district/educational district.

ARTICLE 14
UNIFORMED SERVICE SHARED LEAVE PooL

Purpose

The uniformed service shared leave pool was created so that state employees who
are called to service in the uniformed services will be able to maintain a level of
compensation and employee benefits consistent with the amount they would have
received had they remained in active state service. The uniformed service shared
leave pool allows state employees to donate leave to be used as shared leave to
fellow state employees called to service in the uniformed services. Employee
participation will be voluntary at all times. The Military Department, Department
of Personnel and Office of Financial Management administer the pool.

Definitions
For purposes of this Article only, the following definitions apply:
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A. “Employee” means any employee who is entitled to accrue sick leave or
vacation leave and for whom accurate leave records are maintained.

B. “Military salary” includes base, specialty and other pay, but does not
include allowances like the basic allowance for housing.

C. “Monthly salary” includes monthly salary, special pay and shift differential,
or the monthly equivalent for hourly employees. “Monthly salary” does not
include overtime pay, callback pay, standby pay or performance bonuses.

D. “Service in the uniformed services” means the performance of duty on a
voluntary or involuntary basis in a uniformed service under competent
authority and includes active duty, active duty for training, initial active
duty for training, inactive duty training, full-time national guard duty
including state-ordered active duty, and a period for which a person is
absent from a position of employment for the purpose of an examination to
determine the fitness of the person to perform any such duty.

E. “Uniformed services” means the armed forces, the army national guard, and
the air national guard of any state, territory, commonwealth, possession, or
district when engaged in active duty for training, inactive duty for training,
full-time national guard duty, or state active duty, the commissioned corps
of the public health service, the coast guard and any other category of
persons designated by the president of the United States in time of war or
national emergency.

14.3 Participation
A. An employee may be eligible to receive leave from the uniformed service
shared leave pool under the following conditions:

1. The employee is entitled to accrue vacation leave, sick leave, or a
personal holiday;

2. The employee has been called to service in the uniformed services;

3. The call to service has caused, or is likely to cause, the employee to
go on leave without pay status or terminate state employment;

4. The employee’s absence and the use of shared leave are justified;

5. The employee has depleted or will shortly deplete their vacation
leave and paid military leave — the employee is not required to
deplete all of their annual leave and paid military leave allowed
under RCW 38.40.060 and can maintain up to forty (40) hours of
annual leave and up to forty (40) hours of paid military leave; and

6. The employee has followed agency rules regarding military leave.
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An employee may donate vacation leave, sick leave, or all or part of a
personal holiday to the uniformed service shared leave pool under the
following conditions:

1. The donating employee may donate any amount of vacation leave,
provided the donation does not cause the employee’s vacation leave
balance to fall below eighty (80) hours. For part-time employees,
requirements for vacation leave balances will be prorated.

2. The donating employee may donate any specified amount of sick
leave, provided the donation does not cause the employee’s sick
leave balance to fall below one hundred seventy-six (176) hours
after the transfer.

3. The donating employee may donate all or part of a personal holiday.

14.4 Process

A

Employees requesting to donate to or receive leave from the uniformed
service shared leave pool must follow their agency policies and procedures
addressing uniformed service shared leave.

Employees requesting to receive leave from the uniformed service shared
leave pool must also comply with Military Department procedures for
requesting and receiving leave from the uniformed service shared leave
pool. Employees requesting leave from the uniformed service shared leave
pool should provide to their Agency Head or designee an earnings statement
verifying military salary and orders of service, most current state leave and
earnings statement, a completed uniformed service shared leave pool
recipient request form, and notification of any change. The employee must
also provide copies of earnings statements and orders of service when
requested by the Military Department.

Shared leave may not be granted unless the pool has a sufficient balance to
fund the requested leave for the expected term of service.

Shared leave, in combination with military salary, will not exceed the level
of the employee’s state monthly salary. Up to eight (8) hours per month of
shared leave may be withdrawn and used to continue coverage under the
Public Employees’ Benefit Board (PEBB), regardless of the employee’s
monthly salary and military salary.

The receiving employee continues to be classified as a state employee and
receives the same treatment in respect to salary, wages, and employee
benefits as the employee would normally receive if using accrued vacation
or sick leave.
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F. Agencies will investigate any alleged abuse of the uniformed service shared
leave pool. If there is a finding of wrongdoing, the employee may be
required to repay all of the shared leave received from the pool.

14.5 This Article is not subject to the grievance procedure.

ARTICLE 15
FAMILY AND MEDICAL LEAVE

With the exception of Section 15.11 of this Article, definitions used in this Article will be in
accordance with the federal Family and Medical Leave Act of 1993 (FMLA). The Employer
and the employees will comply with existing and any adopted federal FMLA regulations and/or
interpretations.

151 A Consistent with the FMLA and any amendments thereto, an employee who
has worked for the state for at least twelve (12) months and for at least one
thousand two hundred fifty (1,250) hours during the twelve (12) months
prior to the requested leave is entitled to up to twelve (12) workweeks of
family medical leave in a twelve (12) month period for one (1) or more of
the following reasons 1-4:

1. Parental leave for the birth and to care for a newborn child or
placement for adoption or foster care of a child and to care for that
child; or

2. Personal medical leave due to the employee's own serious health

condition that requires the employee's absence from work; or

3. Family medical leave to care for a spouse, son, daughter, parent, or
state registered domestic partner as defined by RCWs 26.60.020 and
26.60.030 who suffers from a serious health condition that requires
on-site care or supervision by the employee. Because the FMLA
does not recognize state registered domestic partners, an absence to
care for an employee’s state registered domestic partner in
accordance with the Washington State Family and Medical Leave
Program, RCW Title 50A, will not be counted towards the twelve
(12) weeks of FMLA.

4. Family medical leave for a qualifying exigency when the
employee’s spouse, child of any age, or parent is on active duty or
called to active duty status of the Armed Forces, Reserves, or
National Guard for deployment to a foreign country. Qualifying
exigencies include attending certain military events, arranging for
alternate childcare, addressing certain financial and legal
arrangements, attending certain counseling sessions, and attending
post-deployment reintegration briefings.
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15.2

15.3

154

5. Military Caregiver Leave will be provided to an eligible employee
who is the spouse, child of any age, parent or next of kin of a covered
service member to take up to twenty-six (26) workweeks of leave in
a single twelve (12) month period to care for the covered service
member or veteran who is suffering from a serious illness or injury
incurred in the line of duty.

During the single twelve (12) month period during which Military
Caregiver Leave is taken, the employee may only take a combined
total of twenty-six (26) weeks of leave for Military Caregiver.

The single twelve (12) month period to care for a covered service
member or veteran begins on the first day the employee takes leave
for this reason and ends twelve (12) months later, regardless of the
twelve (12) month period established for other types of FMLA
leave.

B. Entitlement to family medical leave for the care of a newborn child or newly
adopted or foster child ends twelve (12) months from the date of birth or the
placement of the foster or adopted child.

C. The one-thousand two-hundred fifty (1,250) hour eligibility requirement
noted above does not count paid time off such as time used as vacation
leave, sick leave, exchange time, personal holidays, compensatory time off,
or shared leave.

The family medical leave entitlement period will be a rolling twelve (12) month
period measured forward from the date an employee begins family medical leave.
Each time an employee takes family medical leave during the twelve (12) month
period, the leave will be subtracted from the twelve (12) weeks of available leave.

The Employer will continue the employee's existing Employer-paid health
insurance, life insurance and disability insurance benefits during the period of leave
covered by FMLA. The employee will be required to pay the employee share of
health insurance, life insurance and disability insurance premiums.

The Employer has the authority to designate absences that meet the criteria of the
family medical leave. The use of any paid or unpaid leave for a family medical
leave-qualifying event will run concurrently with, not in addition to, the use of the
family medical leave for that event. Leave for a work-related injury, covered by
workers’ compensation or assault benefits, will also run concurrently with the
family medical leave. Any employee choosing to substitute paid leave during a
family medical leave qualifying event must follow the notice and certification
requirements relating to family medical leave usage in addition to any notice and
certification requirements relating to the paid leave. An employee, who meets the
eligibility requirements listed in Section 15.1, may request family medical leave
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18.2

18.3

18.4

18.5

Leave without pay will be granted for holidays of faith and conscience for up to
two (2) days per calendar year provided the employee’s absence will not impose an
undue hardship on the Employer as defined by Chapter 82-56 WAC or the
employee is not necessary to maintain public safety.

Leave without pay may be granted for the following reasons:

Education leave;

U.S. Public Health Service and Peace Corps leave;
Governmental service leave;

Conditions applicable for leave with pay;

Seasonal career employment;

As otherwise provided for in this Agreement;
Citizen volunteer or community service leave;
Union activities, pursuant to Article 38;

Volunteer firefighting leave, non-emergencies; and
Bereavement leave where paid leave under Article 17, Section 17.7 has been
exhausted.

STIOGMmMODOwP

Limitations
Leave without pay shall be limited to no more than twelve (12) months or fewer in
any consecutive five (5) year period, except for:

Compensable work-related injury or illness;

Educational leave;

Governmental service leave;

Military leave;

Leave taken under the provisions of Article 15, Family Medical Leave;
Seasonal career employment leaves;

Volunteer firefighting leave;

Domestic violence leave;

Leave taken voluntarily to reduce the effect of a layoff; or

Temporary employment as a Union Officer.

STIOGMMmMODOwP

Any employee that is on leave without pay for more than twelve (12) months in any
consecutive five (5) year period will be considered to have resigned their position
as provided for in Article 29, Presumption of Resignation.

Returning Employee Rights

Employees returning from authorized leave without pay shall be employed in the
same position or in another position in the same job classification and the same
geographical area, as determined by the Employer, provided that such
reemployment is not in conflict with other articles in this Agreement. The employee
and the Employer may enter into a written agreement regarding return rights at the
commencement of the leave.
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a determination from their supervisor whether the street meets the definition
of an all-season maintained street, road, highway, etc.

This Section will not affect anyone who has been previously approved for
a waiver of the mileage limitations; however, if an individual moves from a
previously approved residence, the new residence location must comply
with this Article.

27.3 WSP and LCB Enforcement Division Employees with Assigned Take Home
Vehicles
Assigned take-home vehicles may only be driven across the state line for official
State of Washington business.

A

WSP employees with assigned take-home vehicles shall live within
forty-five (45) miles of their assigned district, division, or duty station.

Liquor & Cannabis Board (LCB) Enforcement Division Employees with
assigned take home vehicles shall live within forty-five (45) miles of their
assigned duty station unless otherwise approved in writing by the Chief of
Enforcement or designee.

The Internet program GoogleMaps.com (fastest route) will be the official
measurement of the distance from the division, district or assigned duty
station, to the employee’s residence. If GoogleMaps.com does not
recognize a street name or address, the employee will be responsible for
finding the nearest address that GoogleMaps.com does recognize and then
driving the remaining distance with their supervisor to determine whether
the residence is within the mileage limitations.

The mileage determination on GoogleMaps.com will not contain water
(ferry) miles, airline, straight line or any other method of mileage
measurement other than all-season paved, maintained streets recognized by
GoogleMaps.com that are generally open, passable and available to be used
by bargaining unit members to travel to and from their division, district or
assigned duty station at the beginning and end of each shift for twelve (12)
months each year. In the case of a new street, the employee will have to get
a determination from their supervisor as to whether the street meets the
definition of an all-season, maintained, paved street, road, highway, etc.

Any employee who decides to take advantage of the terms of this Article
will be required to send an Interoffice Communication (I0C) through the
chain-of-command, which must be approved in writing by the Bureau
Director/Assistant Chief, before moving. The 10C will provide notice of the
intent to move to a residence under the terms of this Article, accompanied
by a copy of the GoogleMaps.com map showing that the new residence
complies with the terms of this Article.
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27.4

28.1
28.2

28.3

28.4

285

28.6

28.7

F. This Section will not affect anyone who has been previously approved for
a waiver of the mileage limitations; however, if an individual moves from a
previously approved residence, the new residence location must comply
with this Article.

WSP and LCB employees will have one-hundred fifty (150) calendar days from the
date of appointment to comply with these residency requirements.

ARTICLE 28
DISCIPLINE

The Employer will not discipline any permanent employee without just cause.

Discipline includes oral and written reprimands, reductions in pay, suspensions,
demotions, discharges, and reductions in accrued annual leave (overtime exempt
employees only), to a maximum of three (3) days per occurrence. Oral reprimands
will be identified as such.

When disciplining an employee, the Employer will make a reasonable effort to
protect the privacy of the employee.

Only documentation maintained in the employee’s personnel file, or supervisory
file, in accordance with Article 32, may be used for the purpose of establishing a
history of progressive discipline.

All agency policies regarding investigatory procedures related to alleged staff
misconduct are superseded. The Employer has the authority to determine the
method of conducting investigations.

Upon request, an employee has the right to a Union representative at an
investigatory interview called by the Employer, if the employee reasonably
believes discipline could result. The Employer will inform the employee of the
purpose of the investigatory interview.

Disciplinary investigations will be processed in a timely manner. The Employer
will begin the investigative process within fourteen (14) calendar days from the
date it is determined that an investigation is required, and will notify the
employee(s) being investigated at that time. After each subsequent thirty (30) day
period, the employee, upon request, will receive a status update of the investigation.
At the conclusion of any investigation where the Employer elects not to take
disciplinary action on the employee being investigated, the employee will be
provided with a notification that the investigation is completed and that no
discipline will be imposed on them. An employee may also have a Union
representative at a pre-disciplinary meeting. Pre-disciplinary meetings will be
offered prior to imposing reductions in pay, reductions in accrued annual leave,
suspensions, demotions and discharges. Employees seeking representation are
responsible for contacting their representative.

WPEA GG 2021-2023
63



28.8

28.9

28.10

29.1

29.2

29.3

Prior to imposing discipline other than reprimands, the Employer will inform the
employee in writing of the reasons for contemplating discipline and provide an
explanation of the evidence. The Employer will provide the Union with a copy. The
employee will be provided an opportunity to respond either at a meeting scheduled
by the Employer, or in writing if the employee prefers. A pre-disciplinary meeting
with the Employer will be considered time worked.

The Employer will provide an employee with fifteen (15) calendar days’ written
notice prior to the effective date of a reduction in pay or demotion. An employee
being suspended or dismissed must be notified in writing no later than one (1) day
before the suspension or dismissal takes place.

The Employer has the authority to impose discipline, which is then subject to the
grievance procedure set forth in Article 30. Oral reprimands, however, may be
processed only through the Agency Head step of the grievance procedure.

ARTICLE 29
PRESUMPTION OF RESIGNATION

Unauthorized Absence

When an employee has been absent without authorized leave and has failed to
contact the Employer for a period of three (3) consecutive days, the employee is
presumed to have resigned from their position. The Employer will make two (2)
attempts to contact the employee to determine the cause of the absence, which may
include contacting local law enforcement and requesting a welfare check. Except
for employees scheduled for overnight shifts, the Employer will attempt to contact
the employee once during the first part of the employee’s regular shift and once
during the latter part of the employee’s regular shift. For employees not returning
from scheduled vacations, the Employer will call the employee’s emergency
contact number(s) to attempt to establish the employee’s whereabouts.

Notice of Separation

When an employee is presumed to have resigned from their position, the Employer
will separate the employee by sending a separation notice to the employee by
certified mail to the last known address of the employee. The Employer will provide
a copy of the separation notice to the Union President through certified mail or
personal service.

Petition for Reinstatement

An employee who has received a separation notice may petition the Employer in
writing to consider reinstatement. The employee must provide proof that the
absence was involuntary or unavoidable. The petition must be received by the
Employer or postmarked within ten (10) calendar days after the separation notice
was deposited in the United States mail. The Employer must respond in writing to
an employee’s petition for reinstatement within ten (10) calendar days of receipt of
the employee’s petition.
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b. Be limited in their decision to the grievance issue(s) set forth
in the original written grievance unless the parties agree to
modify it;

C. Not make any decision that would result in the violation of
this Agreement;

d. Not make any award that provides an employee with
compensation greater than would have resulted had there
been no violation of this Agreement; and

e. Not have the authority to order the Employer to modify their
staffing levels or to direct staff to work overtime.

The arbitrator will hear arguments on and decide issues of
arbitrability before the first day of arbitration at a time convenient
for the parties, immediately prior to hearing the case on its merits,
or as part of the entire hearing and decision-making process. If the
issue of arbitrability is argued prior to the first day of arbitration, it
may be argued in writing or by telephone, at the discretion of the
arbitrator. Although the decision may be made orally, it will be put
in writing and provided to the parties.

The decision of the arbitrator will be final and binding upon the
Union, the Employer and the grievant.

E. Arbitration Costs

1.

The expenses and fees of the arbitrator, and the cost (if any) of the
hearing room will be shared equally by the parties.

If the arbitration hearing is postponed or canceled because of one (1)
party, that party will bear the cost of the postponement or
cancellation. The costs of any mutually agreed upon postponements
or cancellations will be shared equally by the parties.

If either party desires a record of the arbitration, a court reporter may
be used. If that party purchases a transcript, a copy will be provided
to the arbitrator, free of charge. If the other party desires a copy of
the transcript, it will pay for one-half (1/2) of the costs of the fee for
the court reporter, the original transcript and a copy.

Each party is responsible for the costs of its attorneys, staff
representatives, and all other costs related to the development and
presentation of their case. When an employee is subpoenaed as a
witness on behalf of the Union in an arbitration case, the employee
may appear without loss of pay if they appear during their work
time. Such subpoenaed witnesses will appear for only the time
necessary to participate in the arbitration as required by the parties.
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34.1

ARTICLE 34
SENIORITY

Definition

A.

Seniority for full-time employees shall be defined as the employee’s length
of unbroken state service. Seniority for part-time or intermittent employees
shall be based on actual hours worked. All time spent in leave without pay
status shall be deducted from the calculation of seniority, except leave
without pay of fifteen (15) consecutive calendar days or less will not affect
an employee’s seniority. When an employee is on leave without pay for
more than fifteen (15) consecutive calendar days, the employee’s seniority
will not be affected when the leave without pay is taken for:

1. Military leave;

2. Workers’ compensation;
3. Governmental service leave;
4. Educational leave, contingent upon successful completion of the

coursework; and/or
5. Reducing the effects of layoff; or

6. Leave for Union employment in accordance with Sections 38.12 and
38.13 of Article 38, Union Activities.

Time spent on a temporary layoff or when an employee’s work hours are
reduced in accordance with Article 35, Section 35.7, Temporary Reduction
of Work Hours or Layoff, shall not be deducted from the calculation of
seniority. Employees who are separated from state service due to layoff and
are reemployed within two (2) years of their separation date or within
twenty-seven (27) months for the Peace Corps shall not be considered to
have a break in service. For purposes of calculating actual hours worked for
part-time or on-call employees, forty (40) hours will equal seven (7) days
of seniority.

For the purposes of layoffs and recall, a maximum of five (5) years’ credit
will be added to the seniority of permanent employees who are veterans or
to their surviving spouse or state registered domestic partner, as provided
for in RCW 41.06.133 (1) (m).

If two (2) or more employees have the same unbroken state service date,
ties shall be broken in the following order:

1. Longest continuous time in the bargaining unit;
2. Longest continuous time within their current job classification;
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38.6

38.7

38.8

compensatory time prior to their use of vacation leave, unless the use would result
in the loss of their vacation leave.

Bulletin Boards

The Employer will maintain bulletin board(s) or space on existing bulletin boards
currently provided to the Union for Union communication. In bargaining units
where no bulletin board or space on existing bulletin boards has been provided, the
Employer will supply the Union with adequate bulletin board space in convenient
places. Material posted on the bulletin board will be appropriate to the workplace,
politically non-partisan, in compliance with state ethics laws, and identified as
Union literature. Union communications may not be posted in any other location in
the agency. If requested by the Union, the Employer will identify an area(s) where
Union-provided newsstand(s) can be located in each agency.

Distribution of Material

A Union-designated employee will have access once per month to their worksite
for the purposes of distributing Union information to other bargaining unit
employees provided:

A. The employee is on break time or off duty;
B. The distribution does not disrupt the Employer’s operation;

C. The employee will provide reasonable advance notice to the Employer’s
designated representative of their intent to distribute information.

D. The distribution will normally occur via desk drops or mailboxes as
determined by the Employer’s designated representative. In those cases
where circumstances do not permit distribution by those methods, the
employee will only distribute information by way of bulletin boards and/or
newsstands.

Time Off for Union Activities

A. Union-designated employees may be allowed time off without pay to attend
Union-sponsored  meetings, training sessions, conferences, and
conventions. The employee’s time off will not interfere with the operating
needs of the agency as determined by management. If the absence is
approved, the employees may use accumulated compensatory time,
vacation leave, exchange time, or personal holiday in accordance with
Article 10, Holidays, instead of leave without pay. However, employees
must use compensatory time prior to their use of vacation leave, unless the
use would result in the loss of their vacation leave.

B. The Union will give the Employer a written list of the names of the
employees it is requesting attend the above-listed activities, at least fourteen
(14) calendar days prior to the activity.
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The Employer may approve alternate or flex employee work schedules in
order for bargaining unit employees to attend labor-management
committees, Employer-established committees or meetings which the
Employer has requested a Union member to attend in a Union-related role.

38.9 WPEA President

A

Leave of Absence

Upon request of the Union, the Employer will grant leave with pay for the
WPEA President for the term of their office. The Union will reimburse the
Employer for the “fully burdened cost of the position” the Employer incurs
as a result of placing the President on leave with pay during the period of
absence. The Union will reimburse the agency by the 20™" of each month for
the previous month.

Leave Balances

The President will accrue vacation and sick leave during the period of
absence; however, when the President returns to state service, their leave
balances will not exceed their leave balances on the date the period of
absence commenced. If the President retires or separates from state service
at the end of the period of absence, their leave balances will not exceed their
leave balances on the date the period of absence commenced. Reporting of
leave will be submitted to the agency. All leave requests will be submitted
within the required time limits.

Return Rights
The President will have the right to return to the same position or in another

position in the same job classification and the same geographic area as
determined by the Employer, provided such reemployment is not in conflict
with other Articles in this Agreement. If the job classification of the position
in which the President has return rights to has been abolished or revised, a
crosswalk to the class series will be used to identify their return rights. Any
layoff as a result of the return will be processed in accordance with
Article 35, Layoff and Recall. The employee and the Employer may enter
into a written agreement regarding return rights at any time during the leave.
The period of leave will not impact the employee’s seniority date.

38.10 Access to New Employees
Within ninety (90) days of a new employee’s start date, the Agency will provide
the Union access to the employee’s regular worksite for no less than thirty (30)
minutes during the employee’s regular work hours to present information about the
Union and the Collective Bargaining Agreement. This presentation may occur
during a new employee orientation provided by the Agency or at another time and
location mutually agreed to by the Agency and the Union. No employee will be
required to attend the meetings or presentations given by the Union. When an
agency provides new employee orientation on-line, the Employer agrees to provide
each new bargaining unit employee with an orientation package provided by the

Union.
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the position, the layoff procedure specified in Article 35 of this Agreement
applies. The Employer may consider providing an in-training appointment
in accordance with Article 4, Section 4.4 C.

Reallocation to a Class with a Lower Salary Range Maximum

If an employee meets the skills and abilities requirements of the position
and chooses to remain in the reallocated position, the employee retains
existing appointment status and has the right to be placed on the Employer’s
internal layoff list for the classifications that the employee has occupied
with permanent status prior to the reallocation and in the General
Government Transition Pool Program.

40.4 Salary Impact of Reallocation
An employee whose position is reallocated will have their salary determined as
follows:

A

Reallocation to a Class with a Higher Salary Range Maximum
Upon appointment to the higher class, the employee’s base salary will be
increased as follows:

1. Employees promoted to a position in a class whose range is less than
six (6) ranges higher than the range of the former class will be
advanced to a step of the range for the new class, which is nearest to
five percent (5%) higher than the amount of the pre-promotional
step. At the time of the reallocation, the agency head or designee
may authorize an increase of the base salary up to a total of ten
percent (10%).

2. Employees promoted to a position in a class whose range is six (6)
or more ranges higher than the range of the former class will be
advanced to a step of the range for the new class, which is nearest to
ten percent (10%) higher than the amount of the pre-promotional
step.

Reallocation to a Class with an Equal Salary Range Maximum
The employee retains their previous base salary.

Reallocation to a Class with a Lower Salary Range Maximum

The employee will be paid an amount equal to their current salary, provided
it is within the salary range of the new position. In those cases where the
employee’s current salary exceeds the maximum amount of the salary range
for the new position, the employee will continue to be compensated at the
salary they were receiving prior to the reallocation downward, until such
time as the employee vacates the position or their salary falls within the
salary range.
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41.24

41.25

41.26

41.27

41.28

the ordinary. The Employer determines which positions qualify for the
premium.

B. Classes approved for assignment pay are identified in Appendix D.

Dependent Care Salary Reduction Plan

The Employer agrees to maintain the current dependent care salary reduction plan
that allows eligible employees, covered by this Agreement, the option to participate
in a dependent care reimbursement program for work-related dependent care
expenses on a pretax basis as permitted by federal tax law or regulation.

Pre-tax Health Care Premiums

The Employer agrees to provide eligible employees with the option to pay for the
employee portion of health premiums on a pretax basis as permitted by federal tax
law or regulation.

Medical/Dental Expense Account

The Employer agrees to allow insurance eligible employees, covered by this
Agreement, to participate in a medical and dental expense reimbursement program
to cover co-payments, deductibles and other medical and dental expenses, if
employees have such costs, or expenses for services not covered by health or dental
insurance on a pretax basis as permitted by federal tax law or regulation.

Voluntary Separation Incentives — Voluntary Retirement Incentives

Agencies will have the discretion to participate in a VVoluntary Separation Incentive
Program or a Voluntary Retirement Incentive Program, if such program is provided
for in the 2021-2023 operating budget. Such participation must be in accordance
with the program guidelines. Program incentives or offering of such incentives are
not subject to the grievance procedure.

Fire Duty Compensation — Department of Natural Resources

A. Compensation for Typical Fire Suppression Duties:
Department of Natural Resources (DNR) employees performing fire
suppression duties or other emergency duties when they are working under
the incident command system will be compensated as follows:

1. While performing emergency work under the incident command
system an employee’s work is not exempt from the Fair Labor
Standards Act. Emergency work performed under the incident
command system will be compensated in compliance with federal
law and the terms of this Article.

2. For those hours worked under the incident command system, two
dollars ($2.00)* is added to an employee’s regular rate in lieu of all
other forms of additional compensation including, but not limited
to, callback, standby, stand down, shift differential, split shift
differential, assignment pay and schedule change, and pay for rest
periods less than five (5) hours.
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Employees will be paid at one and one-half (1%2) times the sum of
their regular hourly rate plus two dollars ($2.00)* for those hours
worked in excess of forty (40) hours in a workweek as a result of
wildfire suppression and/or other emergency duties performed
under the incident command system. For purposes of this
Subsection, the regular hourly rate does not include any allowable
exclusion specified in Section 7.1.D of Article 7, Overtime.

*Note: If any other labor organization representing DNR employees
negotiates the same practice but at an amount greater than two
dollars ($2.00), then this amount will be increased to equal the
greater amount.

B. Compensation When Deployed to a Closed Satellite Camp:
A closed satellite camp means an employee is unable to leave at the end of
a work shift. When deployed to a closed satellite camp, employees will be
considered on twenty-four (24) hour duty. Pursuant to the Fair Labor
Standards Act (FLSA), bona fide meal periods and a bona fide scheduled
sleeping period of up to eight (8) hours are excluded from paid time.

When employees are deployed to a closed satellite camp the agency will
provide specific items after a twenty-four (24) hour grace period, which
commences when the incident command team initially deploys staff to the
closed satellite camp. The provisions are: a hot catered meal (hot can or
Alaska fresh food box); adequate sleeping facilities (this means a sleeping
bag and tent); and a sleep period of at least five (5) hours that is not
interrupted to perform fire duties. Should the agency not provide these
provisions in a closed satellite camp, the employee will be entitled to
twenty-four (24) hour pay without excluding bona fide meal or sleep periods
until the agency meets its obligation.

C. Article 20, “Wildfire Suppression and Other Emergency Duty,” sets forth
additional provisions pertaining to fire duty.

41.29 King County Premium Pay

42.1

Employees assigned to a permanent duty station in King County will receive five
percent (5%) Premium Pay calculated from their base salary. When an employee is
no longer permanently assigned to a King County duty station, they will not be
eligible for this premium pay.

ARTICLE 42
HEALTH CARE

A. For the 2021-2023 biennium, the Employer will contribute an amount equal
to eighty-five percent (85%) of the total weighted average of the projected
medical premium for each bargaining unit employee eligible for insurance
each month, as determined by the Public Employees Benefits Board

WPEA GG 2021-2023
106



422 A.

(PEBB). The projected medical premium is the weighted average across all
plans, across all tiers.

The point-of-service costs of the Classic Uniform Medical Plan (deductible,
out-of-pocket maximums and co-insurance/co-payment) may not be
changed for the purpose of shifting health care costs to plan participants,
but may be changed from the 2014 plan under two (2) circumstances:

1. In ways to support value-based benefits designs; and
2. To comply with or manage the impacts of federal mandates.

Value-based benefits designs will:

1. Be designed to achieve higher quality, lower aggregate health care
services cost (as opposed to plan costs);

2. Use clinical evidence; and
3. Be the decision of the PEB Board.
Section 42.1 (B) will expire June 30, 2023.

The Employer will pay the entire premium costs for each bargaining unit
employee for dental, basic life, and any offered basic long-term disability
insurance coverage. If changes to the long-term disability benefit structure
occur during the life of this Agreement, the Employer recognizes its
obligation to bargain with the Coalition over impacts of those changes
within the scope of bargaining.

If the PEB Board authorizes stand-alone vision insurance coverage, then the
Employer will pay the entire premium costs for each bargaining unit
employee.

42.3  Wellness

A

To support the statewide goal for a healthy and productive workforce,
employees are encouraged to participate in a Well-Being Assessment
survey. Employees will be granted work time and may use a state computer
to complete the survey.

The Coalition of Unions agrees to partner with the Employer to educate
their members on the wellness program and encourage participation.
Eligible, enrolled subscribers shall have the option to earn an annual one-
hundred twenty-five dollars ($125) or more wellness incentive in the form
of reduction in deductible or deposit into the Health Savings Account upon
successful completion of required Smart Health Program activities. During
the term of this Agreement, the Steering Committee created by Executive
Order 13-06 shall make recommendations to the PEBB regarding changes
to the wellness incentive or the elements of the Smart Health Program.
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42.4

42.5

The PEBB Program shall provide information on the Employer Sponsored
Insurance Premium Payment Program on its website and in an open enrollment
publication annually.

Medical Flexible Spending Arrangement

A.

During January 2022 and again in January 2023, the Employer will make
available two hundred fifty dollars ($250) in a medical flexible spending
arrangement (FSA) account for each bargaining unit member represented
by a Union in the Coalition described in RCW 41.80.020(3), who meets
criteria in Subsection 42.5B below.

In accordance with IRS regulations and guidance, the Employer FSA funds
will be made available for a Coalition bargaining unit employee who:

1. Is occupying a position that has an annual full-time equivalent base
salary of fifty thousand four dollars ($50,004) or less on November
1 of the year prior to the year the Employer FSA funds are being
made available; and

2. Meets PEBB program eligibility requirements to receive the
Employer contribution for PEBB medical benefits on January 1 of
the plan year in which the Employer FSA funds are made available,
is not enrolled in a high-deductible health plan, and does not waive
enrollment in a PEBB medical plan except to be covered as a
dependent on another PEBB non-high deductible health plan.

3. Hourly employees’ annual base salary shall be the base hourly rate
multiplied by two-thousand eighty-eight (2088).

4. Base salary excludes overtime, shift differential and all other
premiums or payments.

A medical FSA will be established for all employees eligible under this
Section who do not otherwise have one. An employee who is eligible for
Employer FSA funds may decline this benefit but cannot receive cash in
lieu of this benefit.

The provisions of the State’s salary reduction plan will apply. In the event
that a federal tax that takes into account contributions to a FSA is imposed
on PEBB health plans, this provision will automatically terminate. The
parties agree to meet and negotiate over the termination of this benefit.

Eligible employees will be provided information regarding the benefit and
use of the FSA funds at new employee orientation, during open enrollment
periods, and at the beginning of each plan year. The PEB Health Care
Benefits Labor Coalition and Health Care Authority committee will confer
on methods of ensuring eligible employees understand and are able to
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access information regarding the FSA benefit, including exploring ways for
employees to access information in preferred languages.

ARTICLE 43
AVIATION INSURANCE

The Employer agrees to provide insurance as authorized by statute or regulation for
employees required to engage in aircraft flights as a condition of their employment in the
same manner and amount provided to other employees of the agency.

ARTICLE 44
VOLUNTARY EMPLOYEE BENEFITS ASSOCIATION (VEBA)

44.1  The Employer will provide to eligible employees covered by this Agreement a
medical expense plan as authorized by RCW 41.04.340. The medical expense plan
must meet the requirements of the Internal Revenue Code.

44.2  Asacondition of participation, the medical expense plan provided shall require that
each covered eligible employee sign an agreement with the Employer. The
agreement shall include the following provisions:

A A provision to hold the Employer harmless should the United States
government find that the Employer or the employee is indebted to the
United States as a result of:

1. The employee not paying income taxes due on the equivalent funds
placed into the plan; or

2. The Employer not withholding or deducting a tax, assessment, or
other payment on funds placed into the plan as required by federal
law.

B. A provision to require each covered eligible employee to forfeit

remuneration for accrued sick leave at retirement if the employee is covered
by a medical expense plan and the employee refuses to sign the required
agreement.

ARTICLE 45
BARGAINING UNITS AT WASHINGTON STATE CENTER FOR DEAF AND HARD
OF HEARING YOUTH (CDHY)) AND WASHINGTON STATE SCHOOL FOR THE
BLIND (WSSB)

45.1 No later than thirty (30) days prior to the end of each school year, the
Superintendent will provide WPEA with a draft list of common school closures,
beginning and ending dates of the school year, winter and spring vacations and
potential make-up days. The make-up days and sequence for use for inclement
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45.2

45.3

45.4

45.5

45.6

weather or emergency closure will be provided in the calendar. The Superintendent,
or designee, and Union representatives shall make an effort to coordinate other
calendar issues to facilitate educationally and fiscally sound calendars. This process
should be finalized no later than fifteen (15) days before the end of each school
year. The calendar of teacher duty days will not be altered without prior notice and
consultation with the Union, except in emergency situations. In emergency
situations, bargaining will commence as soon as possible. Outreach staff schedules
will be developed by May 31st of each year of this Agreement for the ensuing
school year. Schedules may be adjusted during the school year based upon district
and/or operational needs.

The Union will be informed prior to May 31st of each year of this Agreement when
any of the following changes occur in the school calendar:

A. The beginning date of school changes by more than four (4) days;
B. Any change in normal holiday times or days; or

C. A change in the total number of standard calendar workdays, except in
emergency situations.

The calendar will reflect one (1) pre-service mandatory duty day for classroom
setup scheduled in the week preceding the commencement of the academic year.

Teachers shall not be routinely required and scheduled to provide more than an
average of three hundred fifteen (315) minutes of formal student contact
instructional time per day, per week. Other mutually determined daily work
scheduling shall be developed annually. A minimum of thirty (30) minutes
duty-free lunch period daily will be scheduled for each bargaining unit member.
Reasonable teacher relief periods will be incorporated into each daily schedule.

In accordance with Article 6, Section 6.9 D and with the supervisor’s prior
approval, employees in the bargaining units at the CDHY and the WSSB will earn
exchange time after a forty (40) hour work week for:

A. Meetings outside the regular workday; and
B. Activities or events outside the regular workday.

The previous year’s exchange time will be carried over to the current fiscal year
but not to subsequent fiscal years.

The use of exchange time will be pre-approved by the supervisor who will consider
date and time of use as it relates to:

A. Student safety;
B. Substitute availability; and
C. Teacher absenteeism in the program.
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45.7

45.8

45.9

45.10

45.11

All teachers are paid based on a forty (40) hour workweek. CDHY and WSSB on-
campus teachers will be required to work on-site for no more than thirty-eight and
one-half (38%2) hours in a workweek. Outreach staff will continue to set their
schedules in order to best meet the needs of the contracted district(s) and the
contract requirements. Teachers (both on-campus and Outreach) will be afforded
not less than four and one-half (4%2) hours each week for prep time during the
assigned instructional time periods. Prep time may include lesson planning,
reviewing student work, team/collaborative planning and performing other
activities essential to teaching. No assigned work, including meetings and trainings,
will routinely be scheduled during this time.

WSSB will make every reasonable effort to limit the caseload of Outreach staff to
no more than thirty (30) students per staff.

Professional development and tuition reimbursement will be in accordance with
agency policy.

Teachers at the CDHY and the WSSB will be provided four (4) In-Service days
each fiscal year during the life of this Agreement. The In-Service days will be
scheduled outside the school year and will not be considered as direct service days.
The In-Service days may be used for school year preparation, departmental
meetings, or training as approved by the Employer. The rate of pay for the In-
Service days will be set by the Vancouver School District in accordance with
Section 41.3.

Non-operational Worksites/Inability to Report to Work.

A. If the Employer determines that the school is partially non-operational for
reasons including, but not limited to, inclement weather, natural disasters
and health or safety threats: the Employer may release some or all
employees (as determined by the Agency Head or designee) with no loss of
pay during any disruption of services; or the Employer may reassign
employees to locations within a reasonable driving distance from the non-
operational school facilities during any disruption of services.

B. Employees who work their normal hours during the disruption will not
receive additional compensation.

C. If the school remains fully operational but an employee is unable to report
to work or remain at work due to inclement weather, natural disasters, or
other reasons as determined by the Employer, the employee may utilize
leave as follows:

1. Any previously accumulated exchange time;
Up to five (5) days of accrued sick leave per school year;
A personal holiday; or

A personal leave day;

o0 ow
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(a through d may be in any order); and then if exhausted, the
following Section 45.11 C.2.

2. Leave without pay (if Subsection 45.C.1 leave is exhausted).

3. If an employee has exhausted their five (5) days of sick leave under
Section 45.11 C.1.b, the Employer may, on a case-by-case basis,
permit the employee to use additional accrued sick leave.

D. An employee who was unable to report to work because of severe inclement
weather, conditions caused by severe inclement weather or a natural disaster
and is on leave in accordance with Section 45.11 C of this Article, will be
compensated for the balance of their work shift remaining after the
determination that the school facility is non-operational, and the employee
will not be charged leave for that time. An employee who is on approved
leave for reasons other than severe inclement weather, conditions caused by
severe inclement weather or a natural disaster will not have their leave
restored.

E. Tardiness due to an employee’s inability to report for scheduled work
because of inclement weather, natural disasters, safety threats, or other
reasons as determined by the Employer will be allowed up to one (1) hour
of paid time at the beginning of the workday. Section 45.11 C of this Article
will apply to any additional late time.

ARTICLE 46
STRIKES

Nothing in this Agreement permits or grants to any employee the right to strike or refuse
to perform their official duties.

47.1

47.2

47.3

47.4

ARTICLE 47
ENTIRE AGREEMENT

This Agreement constitutes the entire agreement and any past practice or agreement
between the parties, whether written or oral, is null and void, unless specifically
preserved in this Agreement.

With regard to WAC 357, this Agreement preempts all subjects addressed, in whole
or in part, by its provisions.

This Agreement supersedes specific provisions of agency policies with which it
conflicts.

During the negotiations of this Agreement, each party had the unlimited right and
opportunity to make demands and proposals with respect to any subject or matter
appropriate for collective bargaining. Therefore, each party voluntarily and
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48.1

49.1

49.2

49.3

unqualifiedly waives the right and will not be obligated to bargain collectively,
during the term of this Agreement. Nothing herein will be construed as a waiver of
the Union’s collective bargaining rights with respect to matters that are mandatory
subjects/topics under the law.

ARTICLE 48
SAVINGS CLAUSE

If any court or board of competent jurisdiction finds any Article, Section or portion
of this Agreement to be unlawful or invalid, the remainder of this Agreement shall
remain in full force and effect. If such a finding is made, the parties agree to make
themselves available to negotiate a substitute for the invalid Article, Section or
portion. Negotiations will begin within (30) calendar days.

ARTICLE 49
MANDATORY SUBJECTS

The Employer will satisfy its collective bargaining obligation before changing a
matter that is a mandatory subject not covered under this Agreement. The Employer
will notify the Union in writing at mandatorysubjects@wpea.org of these changes,
and the Union may request discussions about and/or negotiations on these changes.
The Union will notify the OFM State Human Resources Labor Relations Section
(OFM/SHR/LRS) at labor.relations@ofm.wa.gov, with a copy to the Employer, of
any demands to bargain. In the event the Union does not request discussions and/or
negotiations within twenty-one (21) calendar days, the Employer may implement
the changes without further discussions and/or negotiations. The timeframe for
filing a demand to bargain will begin after the Employer has provided written notice
to the Union. There may be mandated conditions that are outside of the Employer’s
control requiring immediate implementation, in which case the Employer will
notify the Union as soon as possible.

Negotiations

A. The parties will agree to the location and time for the discussions and/or
negotiations. The Employer and the Union recognize the importance of
scheduling these discussions and/or negotiations in an expeditious manner
and will schedule negotiations as soon as possible.

B. Each party is responsible for choosing its own representatives for these
activities. The Union will provide the Employer with the names of its
employee representatives at least four (4) calendar days in advance of the
meeting date unless the meeting is scheduled sooner, in which case the
Union will notify the Employer as soon as possible.

Release Time
A. The Employer will approve paid release time for up to two (2) employee
representatives who are scheduled to work during the time negotiations are
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being conducted, provided the absence of the employee will not interfere
with the operating needs of the agency. The Employer will approve
compensatory time, vacation leave or leave without pay for additional
employee representatives provided the absence of the employee will not
interfere with the operating needs of the agency.

The Employer will approve compensatory time, vacation leave, exchange
time or leave without pay for employee representatives to prepare for and
to travel to and from negotiations.

No overtime or compensatory time will be incurred as a result of
negotiations and/or preparation for negotiations.

The Union is responsible for paying any travel or per diem of employee
representatives. Employee representatives may not use a state vehicle to
travel to and from a bargaining session, unless authorized by the agency for
business purposes.

ARTICLE 50
EMPLOYEE ASSISTANCE PROGRAM

50.1 The Employee Assistance Program (EAP) within the Department of Enterprise
Services (DES) is responsible for the EAP established in accordance with
RCW 41.04.700 through 730. Individual employees’ participation in the EAP and

all individually identifiable information gathered in the process of conducting the
program will be held in strict confidence; except that the Employer may be provided
with the following information about employees referred by the Employer due to
poor job performance:

A.
B.
C.
D.

Whether or not the referred employee made an appointment;

The date and time the employee arrived and departed,;

Whether the employee agreed to follow the advice of counselors; and
Whether further appointments were scheduled.

50.2 Participation or non-participation by any employee in the EAP will not be a factor
in any decision affecting an employee’s job security, promotional opportunities,
disciplinary action, or other employment rights. However, nothing relieves
employees from the responsibility of performing their jobs in an acceptable manner.

ARTICLE 51
PRINTING OF AGREEMENT

Each party shall be responsible for the printing and distribution of this Collective
Bargaining Agreement (CBA\) to their respective constituents as determined by each party
for their own constituents. Neither party is obligated to print the CBA for their constituents.
The Employer will post this CBA on the appropriate websites and will provide a copy to
the Union in electronic format.
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APPENDIX A
LAYOFF UNITS

Department of Agriculture
Each of the following constitutes a layoff unit.

A. Food Safety Program
The Food Safety Program will constitute a separate layoff unit.

B. Eastern Washington Pesticide Management
Eastern Washington Pesticide Management will constitute a separate layoff
unit.

C. Chemical & Hop Laboratory
The Chemical & Hop Laboratory will constitute a single layoff unit.

D. Microbiology Laboratory
The Microbiology Laboratory will constitute a separate layoff unit.

If no option is available within the layoff unit, the unit expands to the agency
statewide.

Department of Licensing
The Dealer Investigator Bargaining Unit within the Department of Licensing is
separated into three (3) units:

Northwest Layoff Unit
Dealer Services Investigator Bargaining Unit staff in King County and counties to
the North.

Southwest Layoff Unit
Dealer Services Investigator Bargaining Unit staff in Pierce County and counties to
the South.

Eastern Layoff Unit
Dealer Services Investigator Bargaining Unit staff in Eastern Washington counties.

If no option is available within the layoff unit, the unit expands to the agency
statewide.

Department of Natural Resources
A. For all employees except seasonal career and project the layoff unit is:

1. The region if the position is located in a region; or
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2.

The Natural Resource Building (NRB) if the position is located in
the NRB.

If no option is available within the layoff unit, the unit expands to the agency

statewide.

B. For seasonal career employees, the layoff unit is:
1. The district if the position is located in a district; or
2. The region excluding district positions, if the position is located

within the region but does not report to a district; or
3. The NRB if the position is located in the NRB.
4. Department of Revenue
Layoff units will be by order as follows:
A. Geographic Regions

The geographic region in which the employee’s permanent workstation is
located shall be considered the layoff unit. Geographic regions are as
follows:

I.

Capitol Region
Thurston County.

Puget Sound Region
King, Kitsap, Pierce, and Whatcom counties.

Southwest/Peninsula Region
Clallam, Clark and Grays Harbor counties.

Eastern Washington Region
Benton, Chelan, Spokane, and Yakima counties.

Out-of-State Region
Out-of-State auditors residing out of state.

B. Statewide
If no option is available within the geographic region layoff unit, the
department statewide shall be considered the layoff unit.

S. Liquor & Cannabis Board
The layoff unit shall first be within a forty (40) mile radius of an employee’s duty
station. If no options are available the agency statewide shall be considered the

layoff unit.
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Military Department
The agency is designated as the single layoff unit.

School for the Blind
Layoff units for the agency will be as follows:

A. On-Campus Layoff Unit
B. Outreach Layoff Unit

C. If no option is available within the layoff units above, the agency statewide
shall be considered the layoff unit.

Washington State Center for Deaf and Hard of Hearing Youth
Layoff units for the agency will be as follows:

A. On-Campus Layoff Unit
B. Outreach Layoff Unit

C. If no option is available within the layoff units above, the agency statewide
shall be considered the layoff unit.

Washington State Patrol
The layoff unit shall first be district wide in which the position is located, and if no
options are available, then to the agency statewide.
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SALARY
RANGE

30

31

32

33

34

35

36

37

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
30108
2509
14.42
1.01

30624
2552
14.67
1.03

31344
2612
15.01
1.05

32124
2677
15.39
1.08

32856
2738
15.74
1.10

33588
2799
16.09
113

34368
2864
16.46
1.15

35148
2929
16.83
1.18

STEP
B
30624
2552
14.67
1.03

31344
2612
15.01
1.05

32124
2677
15.39
1.08

32856
2738
15.74
1.10

33588
2799
16.09
1.13

34368
2864
16.46
1.15

35148
2929
16.83
1.18

35988
2999
17.24
1.21

STEP
C
31344
2612
15.01
1.05

32124
2677
15.39
1.08

32856
2738
15.74
1.10

33588
2799
16.09
1.13

34368
2864
16.46
1.15

35148
2929
16.83
1.18

35988
2999
17.24
1.21

36804
3067
17.63
1.23

STEP

D

32124
2677
15.39
1.08

32856
2738
15.74
1.10

33588
2799
16.09
1.13

34368
2864
16.46
1.15

35148
2929
16.83
1.18

35988
2999
17.24
121

36804
3067
17.63
1.23

37728
3144
18.07
1.26

APPENDIX B

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP

E

32856
2738
15.74
1.10

33588
2799
16.09
1.13

34368
2864
16.46
1.15

35148
2929
16.83
1.18

35988
2999
17.24
121

36804
3067
17.63
1.23

37728
3144
18.07
1.26

38592
3216
18.48
1.29

STEP

F

33588
2799
16.09
1.13

34368
2864
16.46
1.15

35148
2929
16.83
1.18

35988
2999
17.24
121

36804
3067
17.63
1.23

37728
3144
18.07
1.26

38592
3216
18.48
1.29

39528
3294
18.93
1.33

STEP

G

34368
2864
16.46
1.15

35148
2929
16.83
1.18

35988
2999
17.24
1.21

36804
3067
17.63
1.23

37728
3144
18.07
1.26

38592
3216
18.48
1.29

39528
3294
18.93
1.33

40440
3370
19.37
1.36
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STEP

H

35148
2929
16.83
1.18

35988
2999
17.24
121

36804
3067
17.63
1.23

37728
3144
18.07
1.26

38592
3216
18.48
1.29

39528
3294
18.93
1.33

40440
3370
19.37
1.36

41352
3446
19.80
1.39

STEP

35988
2999
17.24
1.21

36804
3067
17.63
1.23

37728
3144
18.07
1.26

38592
3216
18.48
1.29

39528
3294
18.93
1.33

40440
3370
19.37
1.36

41352
3446
19.80
1.39

42420
3535
20.32
1.42

STEP

36804
3067
17.63
1.23

37728
3144
18.07
1.26

38592
3216
18.48
1.29

39528
3294
18.93
1.33

40440
3370
19.37
1.36

41352
3446
19.80
1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

STEP

37728
3144
18.07
1.26

38592
3216
18.48
1.29

39528
3294
18.93
1.33

40440
3370
19.37
1.36

41352
3446
19.80
1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

44412
3701
21.27
1.49

STEP

38592
3216
18.48
1.29

39528
3294
18.93
1.33

40440
3370
19.37
1.36

41352
3446
19.80
1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

44412
3701
21.27
1.49

45504
3792
21.79
1.53

STEP

39528
3294
18.93
1.33

40440
3370
19.37
1.36

41352
3446
19.80
1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

44412
3701
21.27
1.49

45504
3792
21.79
1.53

46644
3887
22.34
1.56



SALARY
RANGE

38

39

40

41

42

43

44

45

46

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
35988
2999
17.24
1.21

36804
3067
17.63

1.23

37728
3144
18.07

1.26

38592
3216
18.48
1.29

39528
3294
18.93
1.33

40440
3370
19.37
1.36

41352
3446
19.80
1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

STEP
B
36804
3067
17.63
1.23

37728
3144
18.07

1.26

38592
3216
18.48
1.29

39528
3294
18.93
1.33

40440
3370
19.37
1.36

41352
3446
19.80
1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

44412
3701
21.27
1.49

STEP
C
37728
3144
18.07
1.26

38592
3216
18.48

1.29

39528
3294
18.93
1.33

40440
3370
19.37
1.36

41352
3446
19.80
1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

44412
3701
21.27
1.49

45504
3792
21.79
1.53

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP

D

38592
3216
18.48
1.29

39528
3294
18.93

1.33

40440
3370
19.37
1.36

41352
3446
19.80
1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

44412
3701
21.27
1.49

45504
3792
21.79
1.53

46644
3887
22.34
1.56

STEP

E

39528
3294
18.93
1.33

40440
3370
19.37

1.36

41352
3446
19.80
1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

44412
3701
21.27
1.49

45504
3792
21.79
1.53

46644
3887
22.34
1.56

47844
3987
22.91
1.60

STEP

F

40440
3370
19.37
1.36

41352
3446
19.80

1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

44412
3701
21.27
1.49

45504
3792
21.79
1.53

46644
3887
22.34
1.56

47844
3987
2291
1.60

48996
4083
23.47
1.64

STEP

G

41352
3446
19.80
1.39

42420
3535
20.32
1.42

43392
3616
20.78
1.45

44412
3701
21.27
1.49

45504
3792
21.79
1.53

46644
3887
22.34
1.56

47844
3987
22.91
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68
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STEP

H

42420
3535
20.32
1.42

43392
3616
20.78
1.45

44412
3701
21.27
1.49

45504
3792
21.79
1.53

46644
3887
22.34
1.56

47844
3987
2291
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

STEP

1

43392
3616
20.78
1.45

44412
3701
21.27
1.49

45504
3792
21.79
1.53

46644
3887
22.34
1.56

47844
3987
22.91
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
25.28
L.77

STEP

44412
3701
21.27
1.49

45504
3792
21.79
1.53

46644
3887
22.34
1.56

47844
3987
22.91
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
25.28
.77

54108
4509
2591
1.81

STEP

45504
3792
21.79
1.53

46644
3887
22.34
1.56

47844
3987
2291
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
25.28
.77

54108
4509
2591
1.81

55524
4627
26.59
1.86

STEP

46644
3887
22.34
1.56

47844
3987
2291
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
25.28
1.77

54108
4509
2591
1.81

55524
4627
26.59
1.86

56856
4738
27.23
1.91

STEP

47844
3987
22.91
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
2528
1.77

54108
4509
2591
1.81

55524
4627
26.59
1.86

56856
4738
27.23
1.91

58260
4855
27.90
1.95



SALARY
RANGE

47

48

49

50

51

52

53

54

55

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
44412
3701
21.27
1.49

45504
3792
21.79
1.53

46644
3887
22.34
1.56

47844
3987
22.91
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
25.28
L.77

54108
4509
25.91
1.81

STEP
B
45504
3792
21.79
1.53

46644
3887
22.34
1.56

47844
3987
22.91
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
25.28
L.77

54108
4509
2591
1.81

55524
4627
26.59
1.86

STEP
C
46644
3887
22.34
1.56

47844
3987
22.91
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
25.28
L.77

54108
4509
2591
1.81

55524
4627
26.59
1.86

56856
4738
27.23
1.91

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP

D

47844
3987
2291
1.60

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
25.28
L.77

54108
4509
2591
1.81

55524
4627
26.59
1.86

56856
4738
27.23
1.91

58260
4855
27.90
1.95

STEP

E

48996
4083
23.47
1.64

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
25.28
L.77

54108
4509
25.91
1.81

55524
4627
26.59
1.86

56856
4738
27.23
1.91

58260
4855
27.90
1.95

59688
4974
28.59
2.00

STEP

F

50256
4188
24.07
1.68

51432
4286
24.63
1.72

52776
4398
25.28
L.77

54108
4509
2591
1.81

55524
4627
26.59
1.86

56856
4738
27.23
1.91

58260
4855
27.90
1.95

59688
4974
28.59
2.00

61224
5102
29.32
2.05

STEP

G

51432
4286
24.63
1.72

52776
4398
25.28
L.77

54108
4509
2591
1.81

55524
4627
26.59
1.86

56856
4738
27.23
1.91

58260
4855
27.90
1.95

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10
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A-6

STEP

H

52776
4398
25.28
L.77

54108
4509
2591
1.81

55524
4627
26.59
1.86

56856
4738
27.23
1.91

58260
4855
27.90
1.95

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

STEP

1

54108
4509
2591
1.81

55524
4627
26.59
1.86

56856
4738
27.23
1.91

58260
4855
27.90
1.95

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
2.21

STEP

55524
4627
26.59
1.86

56856
4738
27.23
1.91

58260
4855
27.90
1.95

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
221

67560
5630
32.36
2.26

STEP

56856
4738
27.23
1.91

58260
4855
27.90
1.95

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
2.21

67560
5630
32.36
2.26

69264
5772
33.17
2.32

STEP

58260
4855
27.90
1.95

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
221

67560
5630
32.36
2.26

69264
5772
33.17
2.32

70956
5913
33.98
2.38

STEP

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
221

67560
5630
32.36
2.26

69264
5772
33.17
232

70956
5913
33.98
2.38

72756
6063
34.84
2.44



SALARY
RANGE

56

57

58

59

60

61

62

63

64

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
55524
4627
26.59
1.86

56856
4738
27.23
1.91

58260
4855
27.90
1.95

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
221

67560
5630
32.36
2.26

STEP
B
56856
4738
27.23
1.91

58260
4855
27.90
1.95

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
2.21

67560
5630
32.36
2.26

69264
5772
33.17
2.32

STEP
C
58260
4855
27.90
1.95

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
2.21

67560
5630
32.36
2.26

69264
5772
33.17
2.32

70956
5913
33.98
2.38

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP

D

59688
4974
28.59
2.00

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
221

67560
5630
32.36
2.26

69264
5772
33.17
2.32

70956
5913
33.98
2.38

72756
6063
34.84
2.44

STEP

E

61224
5102
29.32
2.05

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
2.21

67560
5630
32.36
2.26

69264
5772
33.17
2.32

70956
5913
33.98
2.38

72756
6063
34.84
2.44

74604
6217
35.73
2.50

STEP

F

62748
5229
30.05
2.10

64332
5361
30.81
2.16

65928
5494
31.57
2.21

67560
5630
32.36
2.26

69264
5772
33.17
2.32

70956
5913
33.98
2.38

72756
6063
34.84
2.44

74604
6217
35.73
2.50

76416
6368
36.60
2.56

STEP

G

64332
5361
30.81
2.16

65928
5494
31.57
221

67560
5630
32.36
2.26

69264
5772
33.17
2.32

70956
5913
33.98
2.38

72756
6063
34.84
2.44

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

WPEA GG 2021-2023

A-7

STEP

H

65928
5494
31.57
2.21

67560
5630
32.36
2.26

69264
5772
33.17
2.32

70956
5913
33.98
2.38

72756
6063
34.84
2.44

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

STEP

1

67560
5630
32.36
2.26

69264
5772
33.17
2.32

70956
5913
33.98
2.38

72756
6063
34.84
2.44

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

STEP

69264
5772
33.17
2.32

70956
5913
33.98
2.38

72756
6063
34.84
2.44

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

STEP

70956
5913
33.98
2.38

72756
6063
34.84
2.44

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

86484
7207
41.42
2.90

STEP

72756
6063
34.84
2.44

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

86484
7207
41.42
2.90

88644
7387
42.45
2.97

STEP

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

86484
7207
41.42
2.90

88644
7387
42.45
2.97

90888
7574
43.53
3.05



SALARY
RANGE

65

66

67

68

69

70

71

72

73

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
69264
5772
33.17
232

70956
5913
33.98
2.38

72756
6063
34.84
2.44

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

STEP
B
70956
5913
33.98
2.38

72756
6063
34.84
2.44

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

86484
7207
41.42
2.90

STEP
C
72756
6063
34.84
2.44

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

86484
7207
41.42
2.90

88644
7387
42.45
2.97

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP

D

74604
6217
35.73
2.50

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

86484
7207
41.42
2.90

88644
7387
42.45
2.97

90888
7574
43.53
3.05

STEP

E

76416
6368
36.60
2.56

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

86484
7207
41.42
2.90

88644
7387
42.45
2.97

90888
7574
43.53
3.05

93132
7761
44.60
3.12

STEP

F

78408
6534
37.55
2.63

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

86484
7207
41.42
2.90

88644
7387
42.45
2.97

90888
7574
43.53
3.05

93132
7761
44.60
3.12

95484
7957
45.73
3.20

STEP

G

80292
6691
38.45
2.69

82344
6862
39.44
2.76

84396
7033
40.42
2.83

86484
7207
41.42
2.90

88644
7387
42.45
2.97

90888
7574
43.53
3.05

93132
7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

WPEA GG 2021-2023

A-8

STEP

H

82344
6862
39.44
2.76

84396
7033
40.42
2.83

86484
7207
41.42
2.90

88644
7387
42.45
2.97

90888
7574
43.53
3.05

93132
7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

STEP

1

84396
7033
40.42
2.83

86484
7207
41.42
2.90

88644
7387
42.45
2.97

90888
7574
43.53
3.05

93132
7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

STEP
J
86484
7207
41.42
2.90

88644
7387
42.45
2.97

90888
7574
43.53
3.05

93132
7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

STEP
K
88644
7387
42.45
2.97

90888
7574
43.53
3.05

93132
7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

108036
9003
51.74
3.62

STEP
L
90888
7574
43.53
3.05

93132
7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

108036
9003
51.74
3.62

110760
9230
53.05
3.71

STEP
M*
93132

7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

108036
9003
51.74
3.62

110760
9230
53.05
3.71

113484
9457
54.35
3.80



SALARY
RANGE

74

75

76

77

78

79

80

81

82

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
86484
7207
41.42
2.90

88644
7387
42.45
2.97

90888
7574
43.53
3.05

93132
7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

STEP
B
88644
7387
42.45
2.97

90888
7574
43.53
3.05

93132
7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

108036
9003
51.74
3.62

STEP
C
90888
7574
43.53
3.05

93132
7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

108036
9003
51.74
3.62

110760
9230
53.05
3.71

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP
D
93132
7761
44.60
3.12

95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

108036
9003
51.74
3.62

110760
9230
53.05
3.71

113484
9457
54.35
3.80

STEP
E
95484
7957
45.73
3.20

97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

108036
9003
51.74
3.62

110760
9230
53.05
3.71

113484
9457
54.35
3.80

116352
9696
55.72
3.90

STEP
F
97872
8156
46.87
3.28

100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

108036
9003
51.74
3.62

110760
9230
53.05
3.71

113484
9457
54.35
3.80

116352
9696
55.72
3.90

119244
9937
57.11
4.00

STEP
G
100308
8359
48.04
3.36

102816
8568
49.24
3.45

105384
8782
50.47
3.53

108036
9003
51.74
3.62

110760
9230
53.05
3.71

113484
9457
54.35
3.80

116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53
4.10

WPEA GG 2021-2023

A-9

STEP
H
102816
8568
49.24
3.45

105384
8782
50.47
3.53

108036
9003
51.74
3.62

110760
9230
53.05
3.71

113484
9457
54.35
3.80

116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53
4.10

125268
10439
59.99
4.20

STEP
1
105384
8782
50.47
3.53

108036
9003
51.74
3.62

110760
9230
53.05
3.71

113484
9457
54.35
3.80

116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53
4.10

125268
10439
59.99
4.20

128436
10703
61.51
431

STEP
J
108036
9003
51.74
3.62

110760
9230
53.05
3.71

113484
9457
54.35
3.80

116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53
4.10

125268
10439
59.99
4.20

128436
10703
61.51
431

131592
10966
63.02
441

STEP
K
110760
9230
53.05
3.71

113484
9457
54.35
3.80

116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53
4.10

125268
10439
59.99
4.20

128436
10703
61.51
431

131592
10966
63.02
441

134892
11241
64.60
4.52

STEP
L
113484
9457
54.35
3.80

116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53
4.10

125268
10439
59.99
4.20

128436
10703
61.51
431

131592
10966
63.02
4.41

134892
11241
64.60
4.52

138288
11524
66.23
4.64

STEP
M*
116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53

4.10

125268
10439
59.99
4.20

128436
10703
61.51

431

131592
10966
63.02

4.41

134892
11241
64.60

4.52

138288
11524
66.23

4.64

141708
11809
67.87
4.75



SALARY
RANGE

83

84

85

86

87

88

89

90

91

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
108036
9003
51.74
3.62

110760
9230
53.05
3.71

113484
9457
54.35
3.80

116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53
4.10

125268
10439
59.99
4.20

128436
10703
61.51
431

131592
10966
63.02
441

STEP
B
110760
9230
53.05
3.71

113484
9457
54.35
3.80

116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53
4.10

125268
10439
59.99
4.20

128436
10703
61.51
431

131592
10966
63.02
4.41

134892
11241
64.60
4.52

STEP
C
113484
9457
54.35
3.80

116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53
4.10

125268
10439
59.99
4.20

128436
10703
61.51
431

131592
10966
63.02
441

134892
11241
64.60
4.52

138288
11524
66.23
4.64

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP
D
116352
9696
55.72
3.90

119244
9937
57.11
4.00

122220
10185
58.53
4.10

125268
10439
59.99
4.20

128436
10703
61.51
431

131592
10966
63.02
441

134892
11241
64.60
4.52

138288
11524
66.23
4.64

141708
11809
67.87
4.75

STEP
E
119244
9937
57.11
4.00

122220
10185
58.53
4.10

125268
10439
59.99
4.20

128436
10703
61.51
431

131592
10966
63.02
441

134892
11241
64.60
4.52

138288
11524
66.23
4.64

141708
11809
67.87

4.75

145248
12104
69.56
4.87

STEP
F
122220
10185
58.53
4.10

125268
10439
59.99
4.20

128436
10703
61.51
431

131592
10966
63.02
441

134892
11241
64.60
4.52

138288
11524
66.23
4.64

141708
11809
67.87

4.75

145248
12104
69.56
4.87

148908
12409
71.32
4.99

STEP
G
125268
10439
59.99
4.20

128436
10703
61.51
431

131592
10966
63.02
441

134892
11241
64.60
4.52

138288
11524
66.23
4.64

141708
11809
67.87

4.75

145248
12104
69.56
4.87

148908
12409
71.32
4.99

152580
12715
73.07
5.12

WPEA GG 2021-2023

A-10

STEP
H
128436
10703
61.51
431

131592
10966
63.02
441

134892
11241
64.60
4.52

138288
11524
66.23
4.64

141708
11809
67.87
4.75

145248
12104
69.56
4.87

148908
12409
71.32
4.99

152580
12715
73.07
5.12

156456
13038
74.93
5.25

STEP
I
131592
10966
63.02
441

134892
11241
64.60
4.52

138288
11524
66.23
4.64

141708
11809
67.87

4.75

145248
12104
69.56
4.87

148908
12409
71.32
4.99

152580
12715
73.07
5.12

156456
13038
74.93
5.25

160380
13365
76.81
5.38

STEP
J
134892
11241
64.60
4.52

138288
11524
66.23
4.64

141708
11809
67.87

4.75

145248
12104
69.56
4.87

148908
12409
71.32
4.99

152580
12715
73.07
5.12

156456
13038
74.93
5.25

160380
13365
76.81
5.38

164364
13697
78.72
5.51

STEP
K
138288
11524
66.23
4.64

141708
11809
67.87

4.75

145248
12104
69.56
4.87

148908
12409
71.32
4.99

152580
12715
73.07
5.12

156456
13038
74.93
5.25

160380
13365
76.81
5.38

164364
13697
78.72
5.51

168516
14043
80.71
5.65

STEP
L
141708
11809
67.87
4.75

145248
12104
69.56
4.87

148908
12409
71.32
4.99

152580
12715
73.07
5.12

156456
13038
74.93
5.25

160380
13365
76.81
5.38

164364
13697
78.72
5.51

168516
14043
80.71
5.65

172680
14390
82.70
5.79

STEP
M*
145248
12104
69.56
4.87

148908
12409
71.32

4.99

152580
12715
73.07

5.12

156456
13038
74.93

5.25

160380
13365
76.81
5.38

164364
13697
78.72

5.51

168516
14043
80.71
5.65

172680
14390
82.70
5.79

177024
14752
84.78
5.93



SALARY
RANGE

92

93

94

95

96

97

98

99

100

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
134892
11241
64.60
4.52

138288
11524
66.23
4.64

141708
11809
67.87

4.75

145248
12104
69.56
4.87

148908
12409
71.32
4.99

152580
12715
73.07
5.12

156456
13038
74.93
5.25

160380
13365
76.81
5.38

164364
13697
78.72
5.51

STEP
B
138288
11524
66.23
4.64

141708
11809
67.87

4.75

145248
12104
69.56
4.87

148908
12409
71.32
4.99

152580
12715
73.07
5.12

156456
13038
74.93
5.25

160380
13365
76.81
5.38

164364
13697
78.72
5.51

168516
14043
80.71
5.65

STEP
C
141708
11809
67.87
4.75

145248
12104
69.56
4.87

148908
12409
71.32
4.99

152580
12715
73.07
5.12

156456
13038
74.93
5.25

160380
13365
76.81
5.38

164364
13697
78.72
5.51

168516
14043
80.71
5.65

172680
14390
82.70

5.79

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP
D
145248
12104
69.56
4.87

148908
12409
71.32
4.99

152580
12715
73.07
5.12

156456
13038
74.93
5.25

160380
13365
76.81
5.38

164364
13697
78.72
5.51

168516
14043
80.71
5.65

172680
14390
82.70

5.79

177024
14752
84.78

5.93

STEP
E
148908
12409
71.32
4.99

152580
12715
73.07
5.12

156456
13038
74.93
5.25

160380
13365
76.81
5.38

164364
13697
78.72
5.51

168516
14043
80.71
5.65

172680
14390
82.70

5.79

177024
14752
84.78

5.93

181416
15118
86.89
6.08

STEP
F
152580
12715
73.07
5.12

156456
13038
74.93
5.25

160380
13365
76.81
5.38

164364
13697
78.72
5.51

168516
14043
80.71
5.65

172680
14390
82.70
5.79

177024
14752
84.78
5.93

181416
15118
86.89
6.08

185988
15499
89.07
6.24

STEP
G
156456
13038
74.93
5.25

160380
13365
76.81
5.38

164364
13697
78.72
5.51

168516
14043
80.71
5.65

172680
14390
82.70
5.79

177024
14752
84.78
5.93

181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29
6.39

WPEA GG 2021-2023
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STEP
H
160380
13365
76.81
5.38

164364
13697
78.72
5.51

168516
14043
80.71
5.65

172680
14390
82.70
5.79

177024
14752
84.78
5.93

181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29
6.39

195396
16283
93.58
6.55

STEP
I
164364
13697
78.72
5.51

168516
14043
80.71
5.65

172680
14390
82.70
5.79

177024
14752
84.78
5.93

181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29
6.39

195396
16283
93.58
6.55

200304
16692
95.93
6.72

STEP
J
168516
14043
80.71
5.65

172680
14390
82.70
5.79

177024
14752
84.78
5.93

181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29
6.39

195396
16283
93.58
6.55

200304
16692
95.93
6.72

205320
17110
98.33
6.88

STEP
K
172680
14390
82.70
5.79

177024
14752
84.78
5.93

181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29
6.39

195396
16283
93.58
6.55

200304
16692
95.93
6.72

205320
17110
98.33
6.88

210456
17538
100.79
7.06

STEP
L
177024
14752
84.78
5.93

181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29
6.39

195396
16283
93.58
6.55

200304
16692
95.93
6.72

205320
17110
98.33
6.88

210456
17538
100.79
7.06

215700
17975
103.30
7.23

STEP
M*
181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29

6.39

195396
16283
93.58

6.55

200304
16692
95.93

6.72

205320
17110
98.33

6.88

210456
17538
100.79
7.06

215700
17975
103.30
7.23

221100
18425
105.89
7.41



SALARY
RANGE

101

102

103

104

105

106

107

108

109

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
168516
14043
80.71
5.65

172680
14390
82.70

5.79

177024
14752
84.78

5.93

181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29
6.39

195396
16283
93.58
6.55

200304
16692
95.93
6.72

205320
17110
98.33
6.88

STEP
B
172680
14390
82.70
5.79

177024
14752
84.78

5.93

181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29
6.39

195396
16283
93.58
6.55

200304
16692
95.93
6.72

205320
17110
98.33
6.88

210456
17538
100.79
7.06

STEP
C
177024
14752
84.78
5.93

181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29
6.39

195396
16283
93.58
6.55

200304
16692
95.93
6.72

205320
17110
98.33
6.88

210456
17538
100.79
7.06

215700
17975
103.30
7.23

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP
D
181416
15118
86.89
6.08

185988
15499
89.07
6.24

190620
15885
91.29
6.39

195396
16283
93.58
6.55

200304
16692
95.93
6.72

205320
17110
98.33
6.88

210456
17538
100.79
7.06

215700
17975
103.30
7.23

221100
18425
105.89
7.41

STEP
E
185988
15499
89.07
6.24

190620
15885
91.29
6.39

195396
16283
93.58
6.55

200304
16692
95.93
6.72

205320
17110
98.33
6.88

210456
17538
100.79
7.06

215700
17975
103.30
7.23

221100
18425
105.89
7.41

226632
18886
108.54
7.60

STEP
F
190620
15885
91.29
6.39

195396
16283
93.58
6.55

200304
16692
95.93
6.72

205320
17110
98.33
6.88

210456
17538
100.79
7.06

215700
17975
103.30
7.23

221100
18425
105.89
7.41

226632
18886
108.54
7.60

232296
19358
111.25
7.79

STEP
G
195396
16283
93.58
6.55

200304
16692
95.93
6.72

205320
17110
98.33
6.88

210456
17538
100.79
7.06

215700
17975
103.30
7.23

221100
18425
105.89
7.41

226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

WPEA GG 2021-2023
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STEP
H
200304
16692
95.93
6.72

205320
17110
98.33
6.88

210456
17538
100.79
7.06

215700
17975
103.30
7.23

221100
18425
105.89
7.41

226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88
8.18

STEP
I
205320
17110
98.33
6.88

210456
17538
100.79
7.06

215700
17975
103.30
7.23

221100
18425
105.89
7.41

226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88
8.18

250140
20845
119.80
8.39

STEP
J
210456
17538
100.79
7.06

215700
17975
103.30
7.23

221100
18425
105.89
7.41

226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88
8.18

250140
20845
119.80
8.39

256404
21367
122.80
8.60

STEP
K
215700
17975
103.30
7.23

221100
18425
105.89
7.41

226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88
8.18

250140
20845
119.80
8.39

256404
21367
122.80
8.60

262824
21902
125.87
8.81

STEP
L
221100
18425
105.89
7.41

226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88

8.18

250140
20845
119.80

8.39

256404
21367
122.80

8.60

262824
21902
125.87
8.81

269412
22451
129.03
9.03

STEP
M*
226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88

8.18

250140
20845
119.80

8.39

256404
21367
122.80

8.60

262824
21902
125.87

8.81

269412
22451
129.03

9.03

276120
23010
132.24

9.26



SALARY
RANGE

110

111

112

113

114

115

116

117

118

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
210456
17538
100.79
7.06

215700
17975
103.30
7.23

221100
18425
105.89
7.41

226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88
8.18

250140
20845
119.80
8.39

256404
21367
122.80
8.60

STEP
B
215700
17975
103.30
7.23

221100
18425
105.89
7.41

226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88
8.18

250140
20845
119.80
8.39

256404
21367
122.80
8.60

262824
21902
125.87
8.81

STEP
C
221100
18425
105.89
7.41

226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88
8.18

250140
20845
119.80
8.39

256404
21367
122.80
8.60

262824
21902
125.87
8.81

269412
22451
129.03
9.03

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP
D
226632
18886
108.54
7.60

232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88
8.18

250140
20845
119.80
8.39

256404
21367
122.80
8.60

262824
21902
125.87
8.81

269412
22451
129.03
9.03

276120
23010
132.24
9.26

STEP
E
232296
19358
111.25
7.79

238104
19842
114.03
7.98

244044
20337
116.88

8.18

250140
20845
119.80
8.39

256404
21367
122.80
8.60

262824
21902
125.87
8.81

269412
22451
129.03
9.03

276120
23010
132.24
9.26

283020
23585
135.55
9.49

STEP
F
238104
19842
114.03
7.98

244044
20337
116.88
8.18

250140
20845
119.80

8.39

256404
21367
122.80
8.60

262824
21902
125.87
8.81

269412
22451
129.03
9.03

276120
23010
132.24
9.26

283020
23585
135.55
9.49

290100
24175
138.94
9.73

STEP
G
244044
20337
116.88
8.18

250140
20845
119.80
8.39

256404
21367
122.80

8.60

262824
21902
125.87
8.81

269412
22451
129.03
9.03

276120
23010
132.24
9.26

283020
23585
135.55
9.49

290100
24175
138.94
9.73

297360
24780
142.41
9.97
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STEP
H
250140
20845
119.80
8.39

256404
21367
122.80
8.60

262824
21902
125.87

8.81

269412
22451
129.03
9.03

276120
23010
132.24
9.26

283020
23585
135.55
9.49

290100
24175
138.94
9.73

297360
24780
142.41
9.97

304776
25398
145.97
10.22

STEP
1
256404
21367
122.80
8.60

262824
21902
125.87
8.81

269412
22451
129.03

9.03

276120
23010
132.24
9.26

283020
23585
135.55
9.49

290100
24175
138.94
9.73

297360
24780
142.41
9.97

304776
25398
145.97
10.22

312396
26033
149.61
10.47

STEP
J
262824
21902
125.87
8.81

269412
22451
129.03
9.03

276120
23010
132.24

9.26

283020
23585
135.55
9.49

290100
24175
138.94
9.73

297360
24780
142.41
9.97

304776
25398
145.97
10.22

312396
26033
149.61
10.47

320220
26685
153.36
10.74

STEP
K
269412
22451
129.03

9.03

276120
23010
132.24
9.26

283020
23585
135.55

9.49

290100
24175
138.94
9.73

297360
24780
142.41
9.97

304776
25398
145.97
10.22

312396
26033
149.61
10.47

320220
26685
153.36
10.74

328224
27352
157.20
11.00

STEP
L
276120
23010
132.24
9.26

283020
23585
135.55
9.49

290100
24175
138.94

9.73

297360
24780
142.41
9.97

304776
25398
145.97
10.22

312396
26033
149.61
10.47

320220
26685
153.36
10.74

328224
27352
157.20
11.00

336432
28036
161.13
11.28

STEP
M*
283020
23585
135.55
9.49

290100
24175
138.94

9.73

297360
24780
142.41

9.97

304776
25398
145.97
10.22

312396
26033
149.61

10.47

320220
26685
153.36

10.74

328224
27352
157.20
11.00

336432
28036
161.13

11.28

344844
28737
165.16
11.56



SALARY
RANGE

119

120

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Standby rate is equal to 7% of the hourly rate
*All employees will progress to Step M six (6) years after being assigned to Step L in their permanent salary range.

STEP
A
262824
21902
125.87
8.81

269412
22451
129.03

9.03

STEP
B
269412
22451
129.03
9.03

276120
23010
132.24

9.26

STEP
C
276120
23010
132.24
9.26

283020
23585
135.55

9.49

General Service Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP
D
283020
23585
135.55
9.49

290100
24175
138.94

9.73

STEP STEP
E F
290100 297360
24175 24780
138.94 142.41
9.73 9.97

297360 304776
24780 25398
142.41 145.97

9.97 10.22

STEP
G
304776
25398
145.97
10.22

312396
26033
149.61

10.47

WPEA GG 2021-2023
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STEP
H
312396
26033
149.61
10.47

320220
26685
153.36

10.74

STEP
I
320220
26685
153.36
10.74

328224
27352
157.20

11.00

STEP
J
328224
27352
157.20
11.00

336432
28036
161.13

11.28

STEP
K
336432
28036
161.13
11.28

344844
28737
165.16

11.56

STEP
L
344844
28737
165.16
11.56

353460
29455
169.28

11.85

STEP
M*
353460
29455
169.28
11.85

362292
30191
173.51

12.15


















APPENDIX D
ASSIGNMENT PAY

Assignment Pay (AP) is granted in recognition of assigned duties, which exceed ordinary
conditions. The "premium" is stated in percentages or a specific dollar amount. If stated in
percentages, the percentage would be added to the base range of the class. The "reference number"
indicates the specific conditions for which AP is to be paid.

Group A indicates those classes which have been granted assignment pay. Group B indicates those
assigned duties granted AP which are not class specific.

GROUP A
Class Title Class Code Premium Reference #
Equipment Operator 1 618R 10 percent 12
Equipment Operator 2 618S 10 percent 12
Financial Examiner 1 161E 10 percent 10
Financial Examiner 2 161F 10 percent 10
Financial Examiner 3 161G 10 percent 10
Financial Examiner 4 161H 10 percent 10
Revenue Auditor 1 155A See Reference 10, 30
Revenue Auditor 2 155 B See Reference 10, 30
Revenue Auditor 3 155C See Reference 10, 30
Security Guard 2 385L 10 percent 34
Security Guard 3 385M 10 percent 34
Truck Driver 1 6321 10 percent 12
Truck Driver 2 632]) 10 percent 12
Natural Resources Police Officer 387R 10 percent 7
Program Manager A 107R See Reference 34
GROUP B
Assigned Duties Premium Reference #

Dual Language Requirement 5 percent 18
SCUBA Diving Requirement $10.00/hour 3

WPEA GG 2021-2023
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ASSIGNMENT PAY REFERENCES

REFERENCE #3: For required SCUBA diving and/or serving as Designated Person in Charge
(DPIC). Basic salary range plus ten dollars ($10.00) per diving or DPIC hour to employees in any
class (92900). (Eff. 7/15; Rev. 7/17)

REFERENCE #7: Law enforcement employees that are assigned a one hundred seventy-one
(171) hour, twenty-eight (28) day work period will receive their base salary plus ten percent (10%).
(Eff. 12.85; Rev. 12/89, 12/97, 7/17, 7/19)

REFERENCE #10: Basic salary range plus ten percent (10%) shall be paid to Department of
Revenue employees in Revenue Auditor and Financial Examiner classifications which are
permanently assigned to maintain an office at an out-of-state location or are on a one (1) year
roving assignment out-of-state. (Eff. 7/69; Rev. 7/17, 7/19)

REFERENCE #12: Employees assigned to operate equipment above this level shall be
compensated ten percent (10%) above their base rate, and shall be credited with a minimum of
four (4) hours at the higher rate on each day they operate the higher level equipment. (Eff. 6/84,
Rev. 7/19)

REFERENCE #18: Employees in any position whose current, assigned job responsibilities
include proficient use of written and oral English and proficiency in speaking and/or writing one
or more foreign languages, American Sign Language, or Unified English Braille, provided that
proficiency or formal training in such additional language is not required in the specifications for
the job class. Basic salary plus five percent (5%). (Rev. 5/92; Rev. 7/17, 7/19)

REFERENCE #30: Basic salary range plus five percent (5%) shall be paid to permanent
Department of Revenue employees in Revenue Auditor classifications assigned to the Computer
Assisted Audit Program Unit and are responsible for performing the retrieval and analysis of
electronic data, the development of statistical sampling plans or the evaluations of results. (Eff.
3/01; Rev. 7/17, 7/19)

REFERENCE #34: Basic salary range plus ten percent (10%) shall be paid to Washington
Military Department employees that are qualified and required to carry a firearm while on duty.
(Eft. 7/02, Rev. 7/19)
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APPENDIX E
SPECIAL PAY RANGES AND NOTES

SPECIAL PAY RANGES

These ranges are used to equal or approximate prevailing rate practices found in private industry
or other governmental units. An affected class is identified by a letter designation following the
basic salary range number or by a letter designation preceding a number. In the latter case, a special
salary schedule will be used for such classes.

“E” RANGE

This range is used for classes having a prevailing pay range, which is shorter than Washington’s
standard range. An “E” range is a standard range with the first four (4) steps removed. The first
step is the same as Step E of the standard range having the same range number. Periodic increases
are made at the same intervals as through standard ranges.

“G” RANGE

This range is used for classes having a prevailing pay range which is shorter than Washington’s
standard ranges. A “G” range is a standard range with the first six (6) steps removed. Thus, the
first step of such a range is the same as Step G of the standard range having the same range number.
Periodic increases through the steps of this range are made at the same intervals as through standard
ranges, i.e., a two (2) step increase after six (6) months at Step G and two (2) annually thereafter
up to the maximum step of the range.

“IT Range”

This range applies to specific job classes assigned to the Information Technology Professional
Structure. Employees within an IT job family and job level will be assigned to one (1) range on
the IT salary schedule. Periodic increases through the steps of a range are made at the same
intervals as through standard ranges. Each range on the IT salary schedule is independent and not
related to the other ranges within the schedule.
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APPENDIX F

BARGAINING UNITS REPRESENTED BY THE WASHINGTON PUBLIC EMPLOYEES

ASSOCIATION
Decision
Agency PERC Description No.
Agriculture Non-Supervisory Microbiology Lab 9066
Non-Supervisory Classified 9390
Blind, School for the | Non-Supervisory Teachers Certified Staff 9679
Center for Deaf and Non-Supervisory Teachers 8391
Hard of Hearing
Youth
Licensing Non-Supervisory Vehicle Service Investigators RU-550
Liquor Control Board | Non-Supervisory Office-Clerical 10615
Non-Supervisory Liquor License Specialists 8942
Military Non-Supervisory Trades 12402
Natural Resources Non-Supervisory Classified 10050
Supervisory Classified 10051
Revenue Non-Supervisory Classified RU-498
State Patrol Non-Supervisory Electronic Services 8363
Supervisors Technical Services 10485
Non-Supervisory Field Staff at State Fire Marshall’s Office | 8436
Supervisory Communications RU-388
Commercial Vehicle Enforcement Officer 3 8568
Non-Supervisory Information Technology Fleet Support RU-569

Division
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SALARY
RANGE

01T

02IT

03IT

04IT

05IT

06IT

o7IT

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

STEP
A

55296
4608
26.48
1.85

59436
4953
28.47
1.99

63912
5326
30.61
2.14

68700
5725
32.90
2.30

73848
6154
35.37
2.48

77544
6462
37.14
2.60

81420
6785
38.99
2.73

STEP
B

56700
4725
27.16
1.90

60936
5078
29.18
2.04

65508
5459
31.37
2.20

70416
5868
33.72
2.36

75696
6308
36.25
2.54

79476
6623
38.06
2.66

83460
6955
39.97
2.80

STEP
C

58104
4842
27.83
1.95

62460
5205
29.91
2.09

67152
5596
32.16
2.25

72168
6014
34.56
2.42

77592
6466
37.16
2.60

81468
6789
39.02
2.73

85548
7129
40.97
2.87

STEP
D

59556
4963
28.52
2.00

64020
5335
30.66
2.15

68832
5736
32.97
231

73980
6165
35.43
2.48

79524
6627
38.09
2.67

83508
6959
39.99
2.80

87684
7307
41.99
2.94

APPENDIX G

Information Technology Professional Structure (ITPS) Range Salary Schedule
Effective July 1, 2021 through June 30, 2023

STEP
E

61044
5087
29.24
2.05

65628
5469
31.43
2.20

70548
5879
33.79
2.37

75828
6319
36.32
2.54

81516
6793
39.04
2.73

85596
7133
40.99
2.87

89868
7489
43.04
3.01

STEP
F

62568
5214
29.97
2.10

67272
5606
32.22
2.26

72324
6027
34.64
242

77724
6477
37.22
2.61

83556
6963
40.02
2.80

87732
7311
42.02
294

92112
7676
4411
3.09

STEP
G

64140
5345
30.72
2.15

68940
5745
33.02
231

74136
6178
35.51
2.49

79668
6639
38.16
2.67

85644
7137
41.02
2.87

89916
7493
43.06
3.01

94404
7867
4521
3.16
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STEP
H

65748
5479
31.49
2.20

70680
5890
33.85
2.37

75984
6332
36.39
2.55

81648
6804
39.10
2.74

87780
7315
42.04
294

92172
7681
44.14
3.09

96768
8064
46.34
3.24

STEP
|

67392
5616
32.28
2.26

72444
6037
34.70
2.43

77892
6491
37.30
2.61

83688
6974
40.08
2.81

89964
7497
43.09
3.02

94476
7873
45.25
3.17

99192
8266
47.51
3.33

STEP
J

69072
5756
33.08
2.32

74244
6187
35.56
2.49

79836
6653
38.24
2.68

85776
7148
41.08
2.88

92220
7685
4417
3.09

96840
8070
46.38
3.25

101676
8473
48.70
341

STEP
K

70800
5900
33.91
2.37

76104
6342
36.45
2.55

81840
6820
39.20
2.74

87912
7326
42.10
2.95

94524
7877
45.27
3.17

99264
8272
47.54
3.33

104220
8685
4991
3.49

STEP
L

72564
6047
34.75
2.43

78000
6500
37.36
2.61

83892
6991
40.18
2.81

90120
7510
43.16
3.02

96888
8074
46.40
3.25

101748
8479
48.73
3.41

106824
8902
51.16
3.58

STEP
M*
74388
6199
35.63
2.49

79944
6662
38.29
2.68

85992
7166
41.18
2.88

92376
7698
44.24
3.10

99312
8276
47.56
3.33

104292
8691
49.95
3.50

109500
9125
52.44
3.67



SALARY
RANGE

08IT

09IT

10T

111T

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

Annual
Monthly
Hourly
Standby

STEP

85476
7123
40.94
2.87

89772
7481
42.99
3.01

94248
7854
45.14
3.16

98964
8247
47.40
3.32

STEP

87624
7302
41.97
2.94

92004
7667
44.06
3.08

96600
8050
46.26
3.24

101436
8453
48.58
3.40

STEP
C
89820
7485
43.02
3.01

94308
7859
45.17
3.16

99012
8251
47.42
3.32

103968
8664
49.79
3.49

“IT” RANGE SALARY SCHEDULE
Effective July 1, 2021 through June 30, 2023

STEP
D
92052
7671
44.09
3.09

96672
8056
46.30
3.24

101484
8457
48.60
3.40

106572
8881
51.04
3.57

STEP
E
94356
7863
45.19
3.16

99072
8256
47.45
3.32

104016
8668
49.82
3.49

109224
9102
52.31
3.66

STEP
F
96720
8060
46.32
3.24

101568
8464
48.64
3.41

106620
8885
51.06
3.57

111972
9331
53.63
3.75

STEP
G
99144
8262
47.48
3.32

104100
8675
49.86
3.49

109284
9107
52.34
3.66

114768
9564
54.97
3.85
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STEP
H
101616
8468
48.67
341

106692
8891
51.10
3.58

112020
9335
53.65
3.76

117636
9803
56.34
3.94

STEP
|
104160
8680
49.89
3.49

109368
9114
52.38
3.67

114828
9569
54.99
3.85

120576
10048
57.75
4.04

STEP
J
106776
8898
51.14
3.58

112104
9342
53.69
3.76

117684
9807
56.36
3.95

123588
10299
59.19
4.14

STEP
K
109452
9121
52.42
3.67

114912
9576
55.03
3.85

120624
10052
57.77
4.04

126696
10558
60.68
4.25

STEP
L
112176
9348
53.72
3.76

117792
9816
56.41
3.95

123636
10303
59.21
4.14

129852
10821
62.19
4.35

STEP
M*
114984
9582
55.07

3.85

120720
10060
57.82
4.05

126744
10562
60.70
4.25

133104
11092
63.75
4.46



A. MEMORANDUM OF UNDERSTANDING
BETWEEN
WASHINGTON STATE DEPARTMENT OF REVENUE
AND
THE OFFICE OF FINANCIAL MANAGEMENT (OFM),
STATE HUMAN RESOURCES, LABOR RELATIONS SECTION

Following a demand to bargain with the WPEA in 2014, regarding the installation of cameras
installed to protect the assets and security of staff due to the significant influx of cash, an MOU
was reached regarding the purpose of the cameras, the use of footage, etc. The current MOU below
reflects minor modifications as a result of additional bargaining that has occurred since 2014
related to security cameras used to protect assets and security of staff.

This agreement applies to the cameras installed and activated between August 2014 and
September 2018.

It is agreed that the sole purpose of the security system cameras is for ensuring the security
of property and safety of employees, and is not to be used for evaluating or monitoring of
employees.

Camera footage is to be primarily used to investigate criminal activity or security incidents
involving the security of assets or safety of employees. Camera footage may also be used
for training/coaching purposes for employees handling cash. When recorded video is
reviewed in response to a security incident, DOR will have the option to investigate policy
violations revealed in the recording even if they are not central to the initial incident.

a) In accordance with Part 1 of this agreement and CBA Article 26.7, no additional
footage will be utilized in the secondary investigation of the alleged policy
violation, unless the violation qualifies as a security incident or criminal activity.

Recorded footage will be retained for no more than thirty (30) days, except in the case of
investigating a security incident.

Recorded camera footage and live feed will only be accessed by designated DOR
employees in accordance with Agency Policy 6.3.3 and the Least Privilege Principle
outlined therein. Should agency policy change, DOR will give WPEA notice and
opportunity to bargain.

If the Agency is considering utilizing the video content for disciplinary action, the footage
shall be made available for WPEA review upon request.

The DOR will provide WPEA an initial list of individuals who have access to the recorded
footage and live feeds. The DOR will provide an updated version of the list at least semi-
annually, upon request.

WPEA GG 2021-2023
M-1



If any modifications are performed to the cameras or their field of vision, the WPEA wiill
be provided notice and an opportunity to bargain. Upon request, WPEA will also have an
opportunity to review the modifications.

Is/ 12/18/18 Is/ 12/18/18
Betty Devos Date Lane Hatfield Date
Labor Relations Manager Contract Administration Director
Dept. of Revenue WPEA

Is/ 12/18/18
Shea Gomez Date
Labor Negotiator
OFM/SHR/LRS
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B. MEMORANDUM OF UNDERSTANDING
BETWEEN
THE STATE OF WASHINGTON

AND

THE WASHINGTON PUBLIC EMPLOYEES ASSOCIATION

Rescission of Section 35.7 A - Temporary Reduction of Work Hours (Furloughs)

and Reopener for Furloughs and Juneteenth Holiday Memorandum of Understanding

and the Adding of the Juneteenth Holiday

This Memorandum of Understanding (MOU) is entered into between the State of Washington
(State/Employer) and the Washington Public Employees Association (WPEA/Union), as part of
the parties” 2021-2023 Collective Bargaining Agreement (CBA), and as a result of significant
budget improvements for the State regarding previous furlough provisions and recent legislation

regarding the Juneteenth holiday. The parties hereby agree to the following provisions:

1. The MOU agreed to by the parties during negotiations for the 2021-2023 CBA, entitled
“Section 35.7 A - Temporary Reduction of Work Hours (Furloughs) and FY 23 Reopener
re: Furlough Adjustments and a Juneteenth Holiday” is hereby rescinded and stricken from

the CBA in its entirety.

2. A Juneteenth Day will be added as a paid legal holiday in Article 10 — Holidays, Section
10.1, in accordance with our shared values and commitment to equality and equity in public
service. The parties recognize that observing Juneteenth is a way to commemorate the end
of slavery in the United States, to honor all those who have paved the road to freedom, and
to allow for critical reflection on the progress that must continue. The adding of the

Juneteenth Holiday will result in the following CBA, Section 10.1 tracked changes:

10.1 Holidays

The following days are legal holidays as designated by statute:

. New Year’s Day

First day of January

. Martin Luther King Jr. Day

Third Monday of January

. President’s Day

Third Monday of February

. Memorial Day

Last Monday of May

. Juneteenth Day

June 19™

July 4™

. Labor Day

First Monday of September

. Veterans’ Day

November 11t

. Thanksgiving Day

Fourth Thursday of November

1
2
3
4
5
6. Independence Day
y
8
9
1

0. Native American Heritage Day

Day immediately following the fourth
Thursday in November

11. Christmas Day

December 251

12. Personal Holiday

As provided in Section 10.3 below
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3. Nothing in this MOU precludes the Employer from implementing furloughs / temporary
reduction in hours, temporary layoffs, or layoffs, in accordance with the CBA and
management rights, based on future budgetary or other pertinent factors.

Effective July 1, 2021 through June 30, 2023.

For the State: For the Union

/s 6/16/2021 /s 6/16/2021
Valerie Inforzato Date Dana Spain Date
Lead Negotiator, OFM President
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C. MEMORANDUM OF UNDERSTANDING
BETWEEN
THE STATE OF WASHINGTON
AND
WASHINGTON PUBLIC EMPLOYEES ASSOCIATION

Telework Discussion Workgroup

This Memorandum of Understanding (MOU) is entered into between the State of Washington
(State/Employer) and the Washington Public Employees Association (WPEA/Union), as part of
the parties’ 2021-2023 Collective Bargaining Agreement (CBA), to discuss post-COVID-19
(“Covid”) telework/remote working conditions. These discussions are premised on the parties’
recognition that remote work, where business needs can be met and productivity can be
maintained, contributes to employee work-life balance and that during Covid-related remote
operations, opportunities for employees to work remotely were greatly expanded. The parties agree
to the following provisions:

1.

From July 1 through December 31, 2021, the Employer and the Union will meet via web-
conferencing, as a workgroup, no less than three (3) times on mutually agreeable dates and
times. Additional meetings may be scheduled through January 31, 2022, if the parties
mutually agree.

The objective of these meetings is for the parties to discuss and develop recommendations
to each agency that is a part of this CBA, informed by the interests of the Governor’s
Office, the Office of Financial Management State Human Resources (OFM/SHR), the
agency, and the agency’s WPEA-represented employees. The telework recommendations
developed by this workgroup will be reviewed and considered by each agency for updating,
revising, and developing telework policies and procedures, as applicable.

The workgroup is tasked with developing recommendations on the following:

a. How to improve and expand the availability of telework opportunities for
employees, from what existed prior to Covid-related teleworking;

b. Remote working conditions, position and employee eligibility criteria (e.g. the
Employer’s onsite staffing needs), locations, notifications, equipment, networks,
ergonomic assessments, and other related provisions (anticipated agency variations
on tools, equipment, criteria etc.);

C. Circumstances when individuals holding positions otherwise eligible for telework
may be denied a telework agreement; and

99 ¢c 2 <

d. Definitions of over-arching terms, such as “remote work,” “telework”, “telework

agreement” and “telecommute”.
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9.

No less than 60 (sixty) calendar days prior to the first workgroup meeting, the Union may
request information from the Employer, to allow for a fully informed discussion, which
may include:

a. The number and percentage of each agency’s WPEA-represented positions which
are eligible for telework and employees who are approved for telework, both
currently and prior to Covid-related teleworking;

b. A list of all positions that were not eligible to remote work during Covid-related
remote operations; and

C. Each agency’s current telework policy(ies).

At each meeting, the Union may have up to ten (10) total represented employees (no more
than two [2] represented employees from the same agency), and the Employer may have
up to ten (10) total representatives from the nine (9) agencies included in this CBA and
OFM. The Employer and the Union will be responsible for the selection of their own
representatives. If agreed to by the parties, additional representatives may be added.

The Union shall provide to each agency’s labor relations / human resources representative
the names of its members attending the meetings, at least ten (10) calendar days in advance
of the date of the meeting in order to facilitate the release of the employees.

Employees attending the meetings during their work time shall have no loss in pay.
Attendance at meetings during employee’s non-work time will not be compensated for or
considered as time worked. Employees attending pre-meetings during their work time will
have no loss in pay for up to thirty (30) minutes per meeting. Attendance at pre-meetings
during the employees’ non-work time will not be compensated nor considered as time
worked. The Union is responsible for paying any travel costs and per diem expenses of
employee representatives.

Each agency without a telework or remote work policy is encouraged to develop one in
accordance with their agency’s policy development procedure by June 30, 2022.

This MOU is not subject to the grievance process in the CBA.

Effective July 1, 2021 through June 30, 2022.

Is/ 2/3/2021 Is/ 2/9/2021
Valerie Inforzato Date Sarah Derry Date
Lead Negotiator, OFM Lead Negotiator, WPEA
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THE PARTIES, BY THEIR SIGNATURES BELOW, ACCEPT AND AGREE TO THE
TERMS AND CONDITIONS OF THIS COLLECTIVE BARGAINING AGREEMENT.

Executed this 1% day of July 2021.

For the Washington Public Employees Association:

Is/

Dana Spain
WPEA President

For the State of Washington:

Is/ /sl
Jay Inslee Diane Lutz, Section Chief
Governor OFM/SHR, Labor Relations and

Compensation Policy Section

Is/
Valerie Inforzato, Lead Negotiator
OFM/SHR, Labor Relations and
Compensation Policy Section
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